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Abstract 
 
 
Understanding the values and workplace expectations of young South African 
graduates, referred to in this study as Millennials, is vital for the future success of 
organisations. Organisations gain a competitive advantage by attracting, engaging 
and retaining top talent. Millennials are not always positively received in the workplace, 
due to the prevailing stereotypes held about this group. However, the Millennial 
generation has an important role to play in the workplace, both in contributing towards 
organisational success, and as future leaders. A greater understanding of this 
generation, more particularly in terms of their values and workplace expectations, is 
thus necessary for ensuring effective talent acquisition and management strategies. 
 
The aim of the study was to identify the values of Millennials, both within their personal 
and working lives. This is important; as individuals take their values into the workplace. 
Secondly, the expectations that Millennials have of their employers and workplaces in 
general was explored. With this understanding in mind, the purpose of the study was 
to advise organisations on how to better prepare for and accommodate Millennials’ 
values and workplace expectations, in order to enhance their role in contributing 
towards organisational success, as well as contributing towards their levels of 
engagement and job satisfaction. 
 
The study adopted a qualitative and phenomenological research design. The sample 
comprised eight young South African graduates working within the private sector, and 
residing in Port Elizabeth, within the Eastern Cape province of South Africa, who 
possessed an undergraduate tertiary qualification, and held at least one year’s work 
experience. It was further required that the participants fall within the Millennial 
generational cohort, aged between 22 and 30 years. The sampling technique used 
was non-probability purposive convenience sampling. 
 
One-on-one semi-structured interviews formed the data-collection instrument; and 
thematic analysis was used for the data processing and analysis. Congruence was 
identified between the values and the workplace expectations of young South African 
graduates in the private sector through the semi-structured interviews and the 
literature review; and between the identified values and the workplace expectations of 
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the eight participants. This study contributes towards the field of knowledge used in 
describing the nature of the values and the workplace expectations of Millennials; and 
provides recommendations in terms of workplace implications. 
 
Keywords: values, workplace expectations, millennials, generational cohorts 
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Chapter 1 Introduction 
 
 
1.1. Background to the Study 
 
 
Millennials may face challenges when entering the workplace, due to perceptions held 
about this generational cohort. On the one hand, they are described as lazy, 
narcissistic, prone to jumping from job to job, constantly on the internet, and prolific 
users of social media. On the other hand, they are seen as open-minded, liberal, self- 
expressive, upbeat, and overtly passionate about equality (Balda and Mora, 2011; 
Baker and Hastings, 2016; Hall, 2016; Wilson & Gerber, 2008; and Schullery, 2013). 
 
Bejtkovskÿ (2016) defines a generation as a group of individuals who share common 
work experiences or life experiences. The unique life experiences during the formative 
years inevitably contribute to the values of the individuals of each generational cohort. 
There are currently four generations living and working together in today’s world, these 
being the Silent generation (Traditionalist), the Baby-boomers, Generation X 
(GenXers), and Generation Y (Millennials). 
 
Bejtkovskÿ (2016) identifies that individuals are unique in terms of their skills, 
education, needs, values and expectations that they bring to the workplace, and that 
these differences deepen even more within the generation. These are marked 
differences in the expectations and motivators across the generational cohorts 
(Bejtkovskÿ, 2016), which, from a management perspective, require the effective 
integration of different generations in the workplace. 
 
While Millennials face challenges when entering the workplace, they also hold certain 
expectations of the workplace. Bejtkovskÿ (2016) identified workplace expectations of 
the Millennial generation to include a preference for minimal rules; daily feedback; 
work filled with challenges and opportunities, personal flexibility; and a portable career. 
In addition, a preference for an inclusive management style; team-based work; 
openness and transparency and a positive work climate are preferred. 
 
The researcher, herself a Millennial with work experience, embarked on this study to 
find out more about what makes Millennials ‘tick’ within the workplace. This was 
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achieved by exploring the values and the workplace expectations of Millennials within 
the South African context. The study intended to explore the link between these values 
and workplace expectations; and in this way, to be able to assist organisations to 
better accommodate talented Millennials in the workplace. 
 
1.2. Purpose and Aim of the Study 
 
 
The main aim of this study was to explore the values and the workplace expectations 
of young South African graduates. This is important; as individuals carry the values 
they have grown up with into the workplace, and identifying what Millennial employees 
expect from their employers and from their employing organisation, can ensure the 
success of Millennials and the employing organisations. 
 
With this understanding in mind, the purpose of the study was to advise organisations 
on how to better prepare for and to accommodate Millennials’ values and workplace 
expectations, in order to enhance their role in contributing towards organisational 
success, as well as contribute towards their levels of engagement and job satisfaction. 
 
The above discussion leads to the development of the main objectives of this study. 
 
1.3. Statement of Objectives 
 
 
The main aim of this study was to explore the values and the workplace expectations 
of young South African graduates. In order to achieve the main aim of the study, a 
number of secondary objectives were identified: 
 
1. To explore the nature of generations and generational cohorts, in particular the 
Millennial generation. 
2. To explore the generational differences in values and workplace expectations, 
and in particular those of Millennials. 
3. To explore the nature of Millennials in the South African context. 
4. To explore the values and workplace expectations of young South African 
graduates in the private sector. 
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5. To  establish  whether  there  is  congruence  between  the  values  and  the 
workplace expectations of young South African graduates in the private sector. 
 
Objectives one to three, are addressed in Chapter 2 through a literature review, while 
objectives four and five are addressed in Chapter 4, which provides an analysis and 
discussion of the themes identified during the interviews conducted with young South 
African graduates. 
 
1.4. Definition of Key Concepts 
 
 
The following section defines the key concepts present throughout this research study. 
 
 
Values are defined by Selva (2019) as the fundamental attitudes guiding our mental 
processes and behaviour, and which are applied against normative standards to judge 
and to choose among alternative modes of behaviour (Jonck, Van der Walt & 
Sobayeni, 2017). 
 
Workplace Expectations (also known as employee expectations) refer to those 
things or items an employee expects from their workplace, team and role (Spacey, 
2018). 
 
The term Millennials refers to the generation of people born between the early 1980’s 
and 1990’s (Main, 2017). 
 
Generational Cohorts refers to groups of individuals who are born during the same 
time period, travel through life together, and experience defining moments that 
influences their values, preferences, attitudes and buying behaviour in ways that 
remain with them over their entire lifetime (Schewe & Meredith, 2004). Parry and Urwin 
(2011) define a cohort as a set of individuals entering a system at the same time, who 
are presumed to have similarities due to shared experiences that differentiate them. 
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1.5. Research Methodology 
 
 
In order to reach the aim and purpose of the study, a qualitative approach was adopted 
with a phenomenological research design, as the nature and focus of the study was 
on the personal experiences of the participants. Basic research was adopted as the 
type of investigation in fulfilling the research aim and objectives. The population from 
which the sample was drawn consisted of young South African graduates in the private 
sector, residing within the Eastern Cape region, and the sampling technique was 
purposive in nature. Semi-structured interviews where adopted as the data collection 
method, while thematic analysis (TA) was the chosen method for processing and 
analysing the data. 
 
1.6. Chapter Outline 
 
 
The structure of the study, which consists of five chapters, is outlined below: 
 
 
Chapter 1 introduces the study and provides the purpose and aim; it also provides the 
researcher’s own perspective on the study. 
 
Chapter 2 provides a review of the literature in relation to generational cohorts, 
generational differences in values and workplace expectations; and it focuses on 
Millennials and their values and workplace expectations. 
 
In Chapter 3, the main research aims, the research objectives, and the research 
design are outlined. The population and the sample are presented, and the data- 
collection instrument and the analytical technique are addressed. In addition, validity, 
reliability, trustworthiness and ethical considerations are presented. 
 
Chapter 4 provides a discussion and analysis of the results of this study. 
 
 
In Chapter 5, the final conclusions, the recommendations and the limitations are 
presented. 
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Chapter 2 The Literature Review 
 
 
2.1. Introduction 
Chapter 1 presented the layout of the study, following a presentation of the main aim 
and the research objectives. The purpose of this study was to investigate the values 
and the workplace expectations of young graduates within the private sector. In this 
chapter, a theoretical overview of generational theory is provided; and the values and 
workplace expectations of Millennials are explored, including Millennials within the 
South African context. 
 
2.2. Defining Generations and Generational Cohorts 
 
 
Generations are bands of time that include individuals born in certain years, who are 
shaped by events and circumstances, and which results in shared influences. These 
include life experiences such as pop culture, economic conditions, world events, 
natural disasters, and technology (Johnston, 2013 & Schullery, 2013). According to 
Parry and Urwin (2011), there are two important elements in defining a generation: 1) 
a common location in historical time, and 2) a distinct consciousness of that historical 
position, shaped by the events and the experiences of that time. This means that 
events will form a shared memory that will influence a generation’s future attitudes, 
preferences and behaviour. This has become known as generational imprinting (Parry 
& Urwin, 2011). 
 
 
Coomes and DeBard (2004) assert that each generation has its own biography that 
tells the story of how the personality of that generation was shaped, and how that 
personality subsequently shapes other generations. To be a generation, members 
must recognise themselves as being distinct from other generations. What leads to 
this recognition is the interaction that the members of a new generation have with the 
members of previous generations, and how they experience ‘social moments’, defined 
as an era, typically lasting about a decade (Coomes & DeBard, 2004). 
 
This two-part interplay of one generation with another, and with important social 
moments, is termed a generational diagonal (Coomes & DeBard, 2004). A 
generational diagonal acknowledges that generations are not static; and that they 
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move through time, influencing, and being influenced by, important historical events 
and other generations. It is important to note that a generation is not a concrete group, 
in the sense that its members do not have mental or physical proximity, or any 
knowledge of each other; but is a social location (Parry & Urwin, 2011). 
 
Parry and Urwin (2011) state that the existence of generations is made possible by 
five characteristics evident in a society: 1) new participants in the cultural process are 
emerging; 2) former participants are continually disappearing; 3) members of a 
generation can participate in only a temporarily limited section of the historical process; 
4) the cultural heritage needs to be transmitted; and 5) the transition from generation 
to generation is continuous. The importance of generations lies therein that they serve 
as a guide to understanding the structure of social and intellectual movements; 
however, individuals cannot be members of the same generation, simply because they 
share birth years (Parry & Urwin, 2011). They must be in a position to participate in 
certain common experiences; so that a concrete bond is created between the 
members of a generation. This allows members to share an identity of responses, and 
a certain affinity in the way in which they all move together and form common 
experiences (Parry & Urwin, 2011). 
 
A cohort is broadly defined as a group of individuals who enter a system at the same 
time; and who are presumed to have similarities due to shared experiences that 
differentiate them from other cohorts (Parry & Urwin, 2011). Baker and Hastings 
(2016) identified generational cohorts to distinguish between age groups through the 
different life stages and birth cohorts, such as unique socio-historical influences 
affecting the group. 
 
The birth years associated with each generational cohort are presented in Table 1 
(Ng, Lyons & Schweitzer, 2012). 
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Table 1. 
Generational Cohorts 
 
Generational Cohorts Birth Years 
Silent or Traditionalist 1925-1945 
Baby Boomers 1946-1964 
Generation X (GenXers) 1965-1981 
Generation Y (Millennials) 1982-1999 
 
Ng, Lyons and Schweitzer (2012) noted that the initial and end dates of the identified 
generational cohorts should be considered as guiding points, rather than as definitive 
boundaries. 
 
Balda and Mora (2011) define a country’s sub-culture as reflecting the prevalent 
values of a historical period, which are determined by significant cultural, political, and 
economic developments. Individuals of a generational sub-culture rely on the asset of 
shared beliefs, values, attitudes, and logical processes that provide the framework 
used by individuals within the group to think, act, reason, process information, 
socialise, work, organise, and lead. A generational cohort’s sub-culture develops in 
response to societal changes occurring during a generation’s pre-adult years (Balda 
& Mora, 2012); and it is further forged through common experiences (Drago, 2006). 
Individuals are provided with a common inborn way of experiencing life and the world; 
and there are thus generational differences between the cohorts in how they 
experience life, and how they have been brought up, leading to differences in the 
values and the expectations of generational cohorts (Ng, Lyons & Schweitzer, 2012). 
 
As the focus of this study concerns itself with the values and workplace expectations 
of young graduates, who fall within the Millennial generational cohort, the following 
section provides an overview of the nature and the characteristics of this generational 
cohort. 
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2.2.1. The Millennial generational cohort 
 
 
Millennials are regarded as an undecided generation, both within their generational 
cohort, and amongst other generational cohorts. Schullery (2013) noted that 
Millennials pose challenges beyond those presented by Generation X, due to 
descriptions and characteristics stereotypical of Millennials. These include positive 
and negative descriptions, such as having high expectations, demonstrating a 
reluctance to give a whole-hearted effort to anything they regard as less than 
meaningful work, and being entitled, lazy, and narcissistic. They have also been 
described as confident, self-expressive, liberal, and upbeat, receptive to new ideas 
and ways of living, not willing to work their way up in an organisation, and prone to 
job-hopping. Further characteristics ascribed to Millennials are that they are viewed 
as open-minded; they place an emphasis on the self; they have a strong achievement 
orientation; and they are ambitious. They are regarded as having a capacity for high- 
level co-operative work. Somewhat stressed and over-reliant on their parents, authors 
have described Millennials as self-centred, as having poor communication skills, as 
demonstrating eagerness to be praised, and unmotivated. Further characteristics 
ascribed to Millennials include being disrespectful and disloyal; and yet they are 
motivated to have an impact on their organisations (Wilson & Gerber, 2008; Main, 
2013; Rosa & Hastings, 2016; Myers & Sadaghiani, 2010). 
 
The Millennial generation has been referred to as the ‘Peter Pan’ or the ‘Boomerang’ 
generation, because of their tendency to move back in with their parents, perhaps due 
to economic constraints, and a growing tendency among young adults to delay some 
of the typical adulthood rites of passage, like marriage or starting a career (Franz- 
Kamissoko, 2013). 
 
Main (2017) found that Millennials have been rewarded for minimal accomplishments 
throughout their childhood and teenage years; for example mere participation in a 
school sport; and may therefore have unrealistic expectations of working life. Due to 
their historical position as being the first generation to grow up using computers and 
the Internet, Millennials display a unique skillset with technology that has influenced 
their entire culture, attitudes and beliefs (Rosa & Hastings, 2016; Drago, 2006). 
Millennials mostly come from smaller families than previous generations; and thus 
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their parents were able to provide a higher standard of living for them, which may have 
influenced their attitudes, values, and beliefs (Drago, 2006). Education is also very 
important to the Millennial generation, who place a lot of pressure on themselves to 
progress in this regard (Drago, 2006). 
 
In the following section, particular attention is paid to the Millennial in the workplace. 
 
 
2.2.2. Millennials in the workplace 
 
 
Millennials are more likely than previous generations to contribute to something in 
which they can feel pride and a sense of purpose; and this has important implications 
for recruiting Millennials (Drago, 2006). The manner in which Millennials communicate 
with others has led to concerns about how they develop relationships with other 
organisational members; and what influence this will have on their organisational 
performance, which is dependent on the creation of functional work relationships with 
other generational cohorts (Myers & Sadaghiani, 2010). Millennials have a different 
way of thinking and processing information (Balda & Mora, 2012), which influences 
their views on sociability, working relationships, organisational structures, and the flow 
of information and knowledge. This may reconsider the way in which organisational 
structure and leadership are conceptualised, leading to modifications in organisational 
culture, in order to accommodate Millennials (Balda & Mora, 2012). 
 
Myers and Sadaghiani (2010) found that Millennials view their early adulthood as an 
opportunity to make a difference in the world and within their communities. During the 
current uncertain  job market, the time Millennials spend travelling, volunteering, 
working as interns or pursuing advanced degrees may hold implications for the 
organisations in which they ultimately find employment (Myers & Sadaghiani, 2010). 
Firstly, because of these experiences, Millennials may develop a greater awareness 
of the world around them. Through these experiences, they are likely to have had 
exposure to cultural diversity; and they consequently may have developed greater 
empathy for poorer socio-economic groupings, leading to a desire to become 
advocates for pressing societal issues. 
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When these Millennials eventually enter organisations, this wealth of experience may 
serve them well in their organisational roles. They may also be more accepting of 
people from diverse ethnicities and backgrounds; and they may potentially be more 
comfortable and more skilled in interacting with them (Myers & Sadaghiani, 2010). 
These experiences and skills may assist Millennials in developing good working 
relationships with their co-workers, customers, and other organisational stakeholders. 
Secondly, Millennials may be more aware of career paths and options when they do 
enter organisations. The result could be that Millennials carefully select the career and 
job that would most please them, both now and in the long-term. However, increased 
knowledge may also make them more susceptible to ‘job-hopping’; as Millennials are 
more focused on personal achievements and their success (Myers & Sadaghiani, 
2010). 
 
Millennials have distinctive characteristics that may make interacting with them in the 
workplace different from interacting with other generational cohorts. There is some 
concern that Millennials may to a degree remain marginalised by their older and more 
senior co-workers, making it more difficult for them to earn respect and credibility 
within the workplace (Myers & Sadaghiani, 2010). It should, however be remembered 
that each new generational cohort arrives in the workplace with its own unique set of 
qualities and challenges. Millennials are likely to have different, often broader, 
perspectives about the world marketplace, supervisor-subordinate relationships, 
cultural diversity, performance of tasks, and ways in which communication and 
information technologies can be used to enhance their organisational performance 
and to maximize their productivity (Myers & Sadaghiani, 2010). 
 
As this study concerns itself with the values and workplace expectations of Millennials, 
the following section provides an exposition of the relationship between personal and 
work values, and the nature and importance of organisational values. 
 
2.3. Personal, Work and Organisational Values 
 
 
Values refer to the fundamental attitudes guiding our mental processes and behaviour 
that measure how meaningful one’s actions are, and how those actions are consistent 
with that person’s value system (Selva, 2019). Values therefore define what people 
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believe to be fundamentally right or wrong; they are learnt during an individual’s 
formative years; and they remain consistent over an individual’s life-span (Parry & 
Urwin, 2011). Values are goals or criteria that are used to determine the desirability 
and worth of certain actions or motives in our lives; both socially and personally. 
Values are the stabilised beliefs or shared concepts about personally or socially 
acceptable behaviour (Thomas, 2013; Lyons, Duxbury & Higgins, 2006). The general 
nature of an individual’s values forms the core of their psychological identity; and they 
are an integral component in understanding an individual’s motivations (Lyons, 
Duxbury & Higgins, 2006). 
 
Societal culture has established agreement as to what is considered right and 
acceptable among its members; therefore, individuals tend to conform to what is 
considered acceptable within their  culture (Thomas, 2013). Their  acceptance of 
societal values is reflected in their daily behaviours, the decisions that they make, and 
in how they govern themselves throughout life (Thomas, 2013). Values are societal 
principles, goals, and standards that members within a culture believe to be 
intrinsically worthwhile. They are the prime drivers of personal, social, and 
professional choices; and they provide the foundation for individual opinions that lead 
to the development of decision-making behaviours. When fully conceptualized, they 
become the criteria for judgments, preferences, and choices (Thomas, 2013). 
 
Individuals bring with them into an organisation their own personal beliefs, 
perceptions, goals, choices and actions; and they rely on their personal values to judge 
people and situations, and ultimately to make decisions (Thomas, 2013). General 
values and work values are separate but related constructs; since work values are 
ultimately derived from broader general values (Thomas, 2013). 
 
Jonck, Van der Walt and Sobayeni (2017) refer to work values as the expressions of 
general values in the work setting, and which are important factors that influence 
motivation and positive behaviour at work. Work values are noted as an individual’s 
needs, or an individual’s reinforced preferences, which should be satisfied as a result 
of participation in the work role. It is important for organisations to study work values, 
as there is an important relationship between these values and certain organisational 
outcomes. Work values and sense of life purpose are postulated to be predictors of 
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commitment and personal involvement that employees experience in the workplace. 
Furthermore, work values play a central role in career development and career choice 
(Jonck, Van der Walt & Sobayeni, 2017). 
 
Work values can also be referred to as evaluative standards relating to work, or to the 
work environment, by which individuals discern what is right, or assess the importance 
of preferences (Parry & Urwin, 2011). Work values are generalised beliefs about the 
desirability of certain attributes of work, such as pay, autonomy, and working 
conditions, and work-related outcomes, including accomplishment, fulfilment, and 
prestige (Lyons, Duxbury & Higgins, 2006). Like general values, work values act as 
the criteria that an individual uses in selecting appropriate work-related behaviours 
and goals. Work values can be classified as intrinsic and extrinsic. Intrinsic work 
values pertain to the inherent psychological satisfaction of working, such as interesting 
work, challenge, variety, and intellectual stimulation. Extrinsic work values, relate to 
the material aspects of work, such as pay, benefits, and job security (Lyons, Duxbury 
& Higgins, 2006). Lyons, Duxbury and Higgins (2006) further identify three types of 
work values: 
 
1. Social work values, which include relations with co-workers, supervisors, and 
other people; 
2. Altruistic work values, such as the desire to help others and to contribute to 
society; and 
3. Prestige values, which relate to status, influence, and power. 
 
Organisational values are defined as an individual member’s perceptions of the 
important principles, which in his or her opinion, guide the behaviour of the 
organisation. Organisational values form the basis of organisational norms, guidelines, 
or expectations; and they prescribe the appropriate behaviour by employees in 
particular situations. Furthermore, they direct the behaviour of organisational 
members towards one another. They therefore serve as a measure of an 
organisation’s culture (Thomas, 2013). Shared values are one of the building blocks 
that an organisation can utilize to develop productive relationships (Thomas, 2013). 
Generational differences in work values influence the requirements for all aspects of 
people management, such as recruitment, training and development, rewards, 
working arrangements, and management styles (Thomas, 2013). 
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The preceding two sections have provided an understanding of Millennials in the 
workplace, and an overview of values, as relevant to individuals and organisations. 
The following section specifically addresses the values and workplace expectations of 
Millennials. 
 
2.3.1. Millennial values and workplace expectations 
 
 
Early life experiences contribute to generational differences that become deeply 
imprinted in an individual’s beliefs, values, preferences, and behaviours; and they are 
not easily changed (Hall, 2016). It is important that different generational preferences 
be recognised in effectively leading a multi-generational workforce. 
 
Millennial workers have been found to spend more time with their families and friends; 
to have diverse personal interests outside the workplace; and to demonstrate 
resistance to organisational practices. Millennials expect close relationships, open 
communication and frequent feedback from supervisors and managers, even about 
matters normally reserved for discussions between senior employees. This need for 
affirmation may derive from the constant flow of supportive messages that Millennials 
have received from their parents, teachers, and coaches throughout their childhood 
(Myers & Sadaghiani, 2010). 
 
Millennials want to be told where they stand, and how they can improve companies to 
encourage open communication, to involve workers in decisions and change efforts, 
and to provide continual feedback for performance improvement (Hall, 2016). 
Millennials prefer to work in teams, partly because they perceive group-based work to 
be more fun; but also because they like to avoid risk. Millennials are not intimidated 
by individuals who are more senior to them, either in terms of age or in status (Myers 
& Sadaghiani, 2010). They have been encouraged by their parents to challenge 
authority, to assert themselves; and they will ask for preferential treatment, when they 
believe they can get it. 
 
The popular perception of Millennials is that they have grown up in ‘good’ times: they 
were valued as children; and they expect their careers to meet their basic financial 
needs  and  to  provide  comfortable  lifestyles  (Myers  &  Sadaghiani,  2010). What 
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remains to be seen is whether years of protection and nurturing by well-meaning 
parents have left Millennials unable to cope with economic hardship; and whether 
coming-of-age during the current economic recession will affect them and their 
expectations when they enter the workplace (Myers & Sadaghiani, 2010). 
 
Aspects of the Millennials’ value system may work in their favour and to their 
employers’ benefit during economic downturns. Millennials do not see money as their 
only source of happiness. Like Generation X workers, they feel rewarded by work 
arrangements that offer them more flexibility and new technology. However, more like 
Baby Boomers, Millennials thrive on recognition and promotions; but also expect to 
become involved in projects that have a major impact on the organisation quite soon 
after organisational entry (Myers & Sadaghiani, 2010). Millennials have further shown 
to value flexibility, guidance, to place emphasis on the self, and have a strong sense 
of community (Main 2017). The author highlighted the finding that Millennials place an 
emphasis on extrinsic values, such as money, fame, and image; and place less of an 
emphasis on intrinsic values, such as self-acceptance. 
 
In a study conducted by Franz-Kamissoko (2013), the main expectations of Millennials 
from their employers and workplaces were identified as follows: 
 
 Organisational ethics and a social conscience; 
 Flexible work time; 
 Scope for growth; 
 Mentorship; 
 A teamwork approach; and 
 A technologically advanced work environment, including a presence on social 
networks. 
 
As stated earlier in the study, the Millennial generation has different ways of thinking 
and processing information when contrasted with other generational cohorts (Balda & 
Mora, 2012). They have the highest likelihood of having unmet expectations with 
respect to their careers, and the lowest level of career satisfaction. This has been 
termed ‘a crisis of unmet expectations’ (Stein, 2013). 
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In summary, the values of Millennials identified through the literature review centred 
on family orientation, including being able to spend quality time with their families, and 
ensuring that their families are being taken care of with regard to their social and 
financial needs. Personal interests are also of the utmost importance to Millennials, 
who place an emphasis on the self, teamwork, and flexibility. Millennials value being 
able to work in a technologically advanced work environment, and being able to put 
these technological abilities to good use within the workplace. They further value 
recognition for their work, and prefer work arrangements which focus on flexible work 
schedules, financial security, being able to make an impact on the organisation and 
the world. They further require constant guidance and feedback; have a strong sense 
of community; and value the attainment of a tertiary education. Concerning the 
workplace expectations of Millennials, it was identified that they want close 
relationships with their co-workers and supervisors, and expect their workplaces and 
colleagues to be ethical and to have a social conscience. Millennials also expect 
mentorship from their colleagues who are older or in more senior positions. 
 
This study focuses on the values and workplace expectations of young South African 
graduates in the private sector. The following section thus provides an examination of 
literature relevant to South African Millennials. 
 
2.4. Millennials in the South African Context 
 
South Africa (SA) has its own unique set of challenges and opportunities for Millennials 
in the workplace. Deloitte (Hlonyana, 2017) undertook a survey of 200 Millennials in 
SA and identified four unique traits of SA Millennials: 
 
1. Negative outlook: this was identified because of certain circumstances that SA 
is currently experiencing, such as legacy inequalities, and a gap in economic 
opportunities. 
2. Job security: interestingly 56 per cent of SA Millennials indicated that they 
prefer full-time employment to freelancing; whereas, 65 per cent of global 
Millennials indicated that they prefer freelance employment. It is predicted that 
Millennials will change careers seven times in their lifetime; and they therefore 
need to learn, to relearn and to unlearn specific information and skills. 
3. Meaningful work: supporting meaningful causes has helped to attract top talent 
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within the Millennial group. Doing meaningful work and supporting their 
favourite charities appear to be key value drivers for Millennials, as they strive 
for purpose in the work they do. Millennials further believe that work should not 
feel like a chore; but it should provide meaning and bring fulfilment. 
4. Flexibility: 80 per cent of Millennials in SA reported that flexible working 
practices has a positive impact on their productivity, wellbeing, health and 
happiness. Millennials would rather take a decrease in pay, in order to have a 
flexible working schedule. 
 
The SA environment has its own unique characteristics and challenges that create a 
niche opportunity for Millennials to explore entrepreneurial endeavours, to develop 
technological skills and to tap into the freelance economy. Therefore, SA Human 
Resource (HR) departments need to have a unique strategy to attract, develop and 
retain Millennials, as they will soon be the future leaders. This would enable SA 
companies to gain a competitive advantage (Hlonyana, 2017). 
 
SA has a huge youth bulge; since a third of its population is 25 years and younger. A 
youth bulge can be a positive thing for a country, when there is an excellent education 
system and enough jobs in place. However, SA has neither of these in place (Franz- 
Kamissoko, 2013). SA has a young and restless society, in which even those with 
degrees have few opportunities. Little research has been conducted on Millennials in 
the SA workplace and context, thus highlighting the need for research, especially as 
growing numbers of Millennials are entering the workplace and taking on leadership 
roles (Franz-Kamissoko, 2013). Coe (2016) states that Millennials are steadily 
overtaking older employees as SA’s largest representative generation of workers, 
introducing an entirely new mindset that businesses should master with this new 
workforce. 
 
Millennials within the SA context may be referred to as Afrillennials (Coe, 2016). These 
individuals have been influenced by major local, cultural, political and economic shifts. 
Afrillennials have completely different needs and expectations to those of previous 
generations; and this requires a new way of thinking, in order to attract, retain and 
integrate this generation. Afrillennials want to be part of the solution and to make a 
positive difference in the workplace and in their personal lives. They value getting the 
right degree to land a high-paying job at a big and well-respected global company; 
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since they ‘want it all’. 
 
Coe (2016) further contends that Afrillennials are very ambitious; however, they are 
scared to fail; and very risk averse when making big decisions; as they need and value 
lots of mentorship and feedback. They feel weighed down by Ubuntu tax, which is the 
financial contribution that many Afrillennials are expected to make to their families; 
and dream of financial independence (Coe, 2016). There is a lot that companies can 
offer Afrillennials; since many already have the right social initiatives in place. As 
businesses move into Africa, greater opportunities will arise for international work and 
travel; and young workers will migrate to environments where they feel most 
comfortable (Coe, 2016). 
 
Coe (2016) states that companies need to become aware of how they integrate 
Afrillennials into the workplace. Companies should engage Afrillennials via 
motivational triggers at an emotional level, including the values of the business, what 
it is contributing to society, and what exciting projects they will get to handle. The 
chance to be exposed to new things, and to develop and grow networks is very 
important to Afrillennials. How the work environment operates is also important; and 
this includes considerations, such as how the office is laid out, what equipment is 
available, whether there is work flexibility, and whether they can work remotely. 
 
A better understanding of Afrillennials can reduce possible workplace tensions. Coe 
(2016) believes that, as the first born-free generation following apartheid, Afrillennials 
are sensitive to social cohesion. Ng, Lyons and Schweitzer (2012) believe that 
generational diversity brings a variety of perspectives to the workplace, and that 
organisations must try to understand each generation, including their needs, their 
values and their attributes to capitalise on their strengths. 
 
The Deloitte 2017 survey noted the five biggest concerns of the Millennial generation, 
as being: 
 
1. Increased economic and political concerns; 
2. A growing need for stability; 
3. Finding full-time employment with flexible work schedules; 
4. The rise of generation Z, and having to potentially manage/lead this cohort; and 
5. SA versus the World. Concerning the latter,  in  SA the primary concerns 
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expressed by Millennials were related to crime (46%), unemployment (45%), 
and corruption (30%). However, SA was more hopeful about the political and 
social situation improving than were their global counterparts (Coe, 2016). 
 
2.5. Conclusion 
 
Millennials are entering the workplace with vastly different values and workplace 
expectations, when compared to previous generational cohorts. Millennials are 
continually judged and stereotyped; however, they are the children of Generation X, 
who have raised them to be the individuals they are today. The reality is that 
Millennials are entering the workforce; and this generation needs to be embraced with 
all they have to offer; as they are going to be the future leaders within organisations. 
Working with the Millennial generation also serves as a learning curve for generations 
to come. To learn from the positives and negatives associated with Millennials would 
better enable organisations to gain a competitive advantage through developing 
effective people-management strategies for future generational cohorts. 
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Chapter 3 The Research Methodology 
 
 
3.1. Introduction 
 
 
In Chapter 1 of this study, the main aim and the objectives were presented. Chapter 2 
provided a review of the present literature available for defining and explaining the 
differences between Millennials and the other generational cohorts, as well as a 
discussion on Millennials within the South African context. 
 
The objective of this chapter is to explain the research methodology that was used in 
addressing the relevant objectives in this study. In this regard, details are provided 
about the research design, the population and the sampling methods used, and the 
data-collection technique. 
 
3.2. Research Aim and Objectives 
 
 
The main aim of this study was to explore the values and the workplace expectations 
of young South African graduates. This was achieved by conducting semi-structured 
interviews with individual respondents to explore these issues. In order to achieve the 
main aim of this study, a number of secondary objectives were identified. These 
included: 
 
1. To explore the nature of generations and generational cohorts, in particular the 
Millennial generation; 
2. To explore the generational differences in values and workplace expectations, 
and in particular those of Millennials; 
3. To explore the nature of Millennials in the South African context; 
4. To explore the values and workplace expectations of young South African 
graduates in the private sector; 
5. To  establish  whether  there  is  congruence  between  the  values  and  the 
workplace expectations of young South African graduates in the private sector. 
 
In reaching these objectives, the following approach was adopted. A literature review 
was  undertaken,  which  reflected  a  theoretical  investigation  into  the  nature  of 
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generations and generational cohorts, in particular the Millennial generation; as well 
as the generational differences in values and workplace expectations, in particular 
those of Millennials. The literature review further examined the nature of Millennials in 
the South African context. This information was presented in Chapter 2. The findings 
of the literature review thus addressed the first three objectives. 
 
In order to address the last two objectives, an empirical study was conducted. Insights 
from the literature review were used to develop the interview questions that formed 
the basis of the semi-structured interviews, which were then conducted to identify the 
values and the workplace expectations among young South African graduates, and to 
determine whether there was congruence between these values and the workplace 
expectations. 
 
3.3. The Research Context 
 
The method utilized in conducting a research study refers to the research design, the 
type of investigation, the participants, the sampling, the data-collection instrument, the 
data processing and analysis, and trustworthiness and ethical considerations, all of 
which are outlined and discussed below. 
 
3.3.1. The research design 
 
A qualitative approach was adopted, in order to achieve the research aim of the study, 
which was to explore the values and the workplace expectations of young South 
African graduates. Clarke (2000) defines qualitative research as research focusing on 
the meaning of lived experiences, involving observation and data collection in the 
respondents’ natural setting. Strauss and Corbin (2008) define qualitative research as 
exploring persons’ lives, their lived experiences, their behaviours, their emotions, their 
feelings, organisational functioning, social movements, cultural phenomena, and 
interactions. 
 
The qualitative approach was deemed appropriate in the context of this study, as it 
allowed for the evaluation of the experiences of the respondents in the study in the 
context of the research topic. According to Strauss and Corbin (2008) there are three 
main components to qualitative research: 
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1. Data (conducting interviews); 
2. Procedures (that researchers use to interpret and organise the data), coding 
(conceptualizing and reducing the data), elaborating categories in terms of their 
properties and dimensions, and relating (through a series of prepositional 
statements); and 
3. Written reports. 
 
Qualitative analysis is a process of reviewing, synthesizing and interpreting the data 
to describe and explain the phenomena, or the social worlds being studied (Fossey, 
Harvey, McDermott & Davidson, 2002). The focus of analysis in this study was on why 
an individual or group feels a certain way, the processes by which these attitudes are 
constructed, and the role they play in the dynamic processes within the organisation 
or group (Palys, 2008). Qualitative analysis was considered appropriate for this study; 
as the focus of the study was on the personal and subjective experiences of the 
participants regarding human and social behaviour. 
 
There are several advantages and disadvantages associated with qualitative analysis. 
Rahman (2017) outlines below some of the advantages of qualitative analysis: 
 
1. Produces a detailed description of the participants’ feelings, opinions, and 
experiences; and interprets the meanings of their actions. 
2. It is believed that the qualitative research approach, holistically understands the 
human experience in specific settings (it is an interdisciplinary field which 
encompasses a wider range of epistemological viewpoints, research methods, 
and interpretive techniques of understanding human experiences). 
3. The interpretivism research approach is regarded as ideographic research (the 
study of individual cases or events, and it has the ability to understand different 
people’s voices, meanings and events). Therefore, the source of knowledge in 
this approach is the meaning of different events. 
4. Allows interviewers to engage with participants’ inner experiences; and to figure 
out how meanings are shaped through and in culture. 
5. During data collection (semi-structured interviews), the researcher interacts 
with the participants directly. Consequently, data collection is subjective and 
detailed. 
6. Has a flexible structure. 
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Rahman (2017) further outlined the disadvantages or limitations of qualitative 
research: 
 
1. Qualitative research approaches can sometimes leave out contextual 
sensitivities, and focus more on meanings and experiences. 
2. Low credibility is often given to results from qualitative analysis. 
3. In  terms  of  research  methods,  smaller  sample  sizes;  raise  the  issue  of 
generalizability to the whole population of the research. 
4. The analyses of the cases take a considerable amount of time, and one can 
generalise the results to the larger population in only a very limited way. 
 
Atieno (2009) identified further disadvantages associated with qualitative research, 
such as the ambiguities that are inherent in human language; however, it is beneficial 
because of its ability to simplify and manage data without destroying the complexity 
and context thereof. 
 
The research design is also phenomenological in nature as it focused on the personal 
experiences of the participants. Phenomenological research is defined by Schurink 
(2009) as describing the concepts and the structures of lived experiences that give 
form and meaning to the individual. Phenomenology describes what all participants 
have in common, as they experience this phenomenon (Creswell, 2007). The purpose 
of phenomenology is to reduce individual experiences within a phenomenon to a 
universal description (Creswell, 2007) for everyone to understand and explore. The 
phenomenological approach was thus deemed appropriate for this study, which 
explored the unique perceptions and interpretations of young South African graduates 
regarding their values and their workplace expectations. 
 
Phenomenological research is challenging in that a deep understanding of a 
phenomenon is experienced by several individuals. Therefore, the participants in the 
study need to be carefully chosen, so that they have all experienced the phenomenon 
in question, in order for the researcher to be able to come to a common understanding. 
The researcher also needs to be aware of how and in what way her personal 
understandings and feelings could come into play during the study (Creswell, 2007). 
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3.3.2. Type of investigation 
 
Basic research was used to fulfil the research aim and objectives. Basic research 
continuously seeks new knowledge about social phenomena, in order to establish 
general principles and theories with which to explain these, and, in this way, to 
advance fundamental knowledge about the social world (Miller & Salkind, 2002; 
Neuman, 2006). Basic research is important in society, as cited by Olesen (Hoffman, 
2017), in that this type of research is important for humanity to understand the world 
in which we live. Basic research would therefore assist in the direction of this study, 
as the goal was to achieve an understanding of the social phenomenon of Millennial 
values, and their workplace expectations within South African organisations. 
 
This research was furthermore exploratory in nature. Exploratory research is usually 
conducted to determine the nature of the problem, and does not intend to provide 
conclusive evidence, but rather better understand the problem or research questions 
(Saunders, Lewis & Thornhill, 2012). While conducting exploratory research, the 
researcher needs to be willing to change direction based on new data and new insights 
made. Mabuda (2009) identified exploratory research as beneficial in gaining new 
insights, discovering new ideas, and for increasing knowledge of the phenomenon. It 
allows for a better understanding of an existing problem (Bhat, 2019). According to 
Saunders, Lewis and Thornhill (2012), exploratory research is beneficial because it is 
flexible and adaptable to change; effective in laying the groundwork that will lead to 
future studies; and can potentially save time and other resources by determining at an 
early stage, the types of research that are worth pursuing. 
However, there are several disadvantages to exploratory research, as identified by 
Saunders et al. (2012). These include that the interpretation of qualitative information 
generated may be subject to bias; that qualitative studies usually make use of a small 
number of samples that may not adequately represent the target population, and thus 
limit the generalisability of the findings of such studies which are not usually useful in 
decision making at a practical level. 
Identifying these disadvantages allowed the researcher to be aware of areas of caution 
while conducting the semi-structured interviews and interpreting the data collected. 
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3.3.3. Population and sampling 
 
A population is defined by Neuman (2011) as an abstract idea of a large group, where 
the researcher draws a sample from the population and generalises the results from 
the sample to the broader population. The population from which the sample was 
drawn consisted of young South African graduates within the private sector, and 
residing within the Eastern Cape region. For the purposes of this research, non- 
probability purposive convenience sampling was used. Neuman (2011) defines a 
sample, as a small set of cases that a researcher selects from a large pool and 
generalises to the entire population. 
 
Purposive sampling is a technique widely used in qualitative research for the 
identification and selection of information-rich cases for the most effective use of 
limited resources (Palinkas, Horwitz, Green, Wisdom, Duan & Hoagwood, 2013). 
Purposive sampling involves identifying and selecting individuals, or groups of 
individuals, that are especially knowledgeable about, or have experienced the 
phenomenon of interest (Palinkas et al., 2013). 
 
For this reason, the chosen sampling method was considered appropriate; as it is the 
lived experiences of Millennials, who are the experts in what they are experiencing, 
who were sought in fulfilment of the objectives of this study. These experiences 
highlight the importance of availability and the willingness to participate, as well as the 
ability to communicate experiences and opinions in an articulate, expressive, and 
reflective manner (Palinkas et al., 2013). There are important criteria to bear in mind 
in the selection of the participants. Kothari (2004)  highlights the importance of 
remembering that with this sampling technique, there is a danger of personal bias 
being evident in the selection of the sample for the study. 
 
The participants for the study consisted of eight young South African graduates 
residing in the Eastern Cape region. The researcher ensured she did not know the 
participants personally, in order to ensure distance and confidentiality. This was done 
by obtaining the participants firstly through utilising one contact in the researcher’s 
professional network, and thereafter the snowball technique was used. Snowball 
sampling is a method or technique for sampling or selecting the cases in a network 
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(Neuman, 2011). According to Bhat (2019), there are three types of snowball 
sampling: 
 
1. Linear snowball sampling, 
 
 
2. Exponential non-discriminative snowball sampling, and 
 
 
3. Exponential discriminative snowball sampling. 
 
 
For this research study, only linear snowball sampling was used. Linear snowball 
sampling is the formation of a sample group which starts with one individual providing 
information about one other individual, and then the chain continues with only one 
referral from one individual. This pattern is continued until there are enough 
participants available for the sample (Bhat, 2019). 
 
Snowball sampling is advantageous because it allows samples to be found quickly 
through referrals; cost effective as referrals are obtained from a primary data source; 
and minimises the notion of sample hesitant subjects as references are made from 
people known to each other (Bhat, 2019). However, there are disadvantages 
associated with the technique including sampling bias and a lack of cooperation from 
participants (Bhat, 2019). 
 
Considerations regarding the theoretical saturation of the data were borne in mind by 
ensuring an adequate pool of respondents were interviewed. There were eight 
participants in the study. This was predicted to be a sufficient number of participants 
as the beginning stages of the research study, and by the eighth semi-structured 
interview, data saturation has been reached. According to Turner (2016), data 
saturation is a term referred to during the analysis of the data where the same themes 
recur, and no new insights are provided by additional sources of data. Saturation in 
qualitative research is a difficult concept to define, but it is associated with the point in 
a qualitative research study when there is enough data to ensure the research 
questions ca be answered (Turner, 2016). Data saturation is a guidance of qualitative 
rigour, and is referred to as having become ‘the gold’ standard by which purposive 
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sample sizes are determined (Saunders, Sim, Kingstone, Baker, Waterfield, Bartlam, 
Burroughs & Jinks, 2018). 
 
The inclusion criteria provided for all race and gender categories. These included that 
the participants had completed and passed an undergraduate tertiary qualification 
(either a degree or a diploma); and all possessed a minimum of one year’s work 
experience within the private sector. The participants’ age is vital to the study; as 
participants had to fall within the Millennial generation cohort, aged between 22 and 
30 years, as described by Ng, Lyons and Schweitzer (2012). 
 
3.3.4. The data-collection instrument 
 
Qualitative research makes use of a variety of instruments aiming to elicit the 
participants’ views of their lives, as portrayed in their stories, and to gain access to 
their experiences, feelings and social worlds (Fossey, et al., 2002). Interviews are 
used as a primary data-gathering method to collect information from individuals about 
their own practices, beliefs or opinions, and on past, or present behaviours, or 
experiences (Harrell & Bradley, 2009). For this study, semi-structured interviews were 
used; since they facilitate a more focused exploration of a specific topic; and make 
use of an interview guide (Fossey, et al., 2002). 
 
Using an appropriate collection technique ensures that data is collected in a scientific 
and consistent manner, which in turn enhances the accuracy, validity, and reliability of 
the resultant research findings (Harrell & Bradley, 2009). The authors assert that this 
helps to achieve the goal of carrying out high-quality research with credible findings. 
Semi-structured interviews are used as the guide to which questions and topics must 
be covered; and provide the interviewer with some discretion about the order in which 
questions should be asked. Semi-structured interviews also allow for standardizing 
the questions, and probing where clarification of the responses, or additional 
information, may be required (Harrell & Bradley, 2009). 
 
Two main research questions formed the basis of the semi-structured interviews: 
 
 
1. In the light of your understanding of what values are, consider and reflect on 
the main values that drive you and your choices in life. 
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2. Considering your current and future career, what are the main expectations of 
your employer and your workplace? 
 
From these two questions, additional questions were asked thereafter to probe for 
clarity. The benefit of conducting semi-structured interviews is that the questions 
can be prepared ahead of time, thereby allowing the interviewer time to prepare and 
appear competent during the interview. They also afford the interviewees with the 
freedom to express their views in their own terms. Consequently, they provide reliable 
and comparable qualitative research data (Cohen & Crabtree, 2006). Semi-structured 
interviews were deemed to be an appropriate data-collection technique for this study; 
as they allowed the participants to speak openly and subjectively about their opinions 
and experiences, thereby providing rich and meaningful data for the study. Semi- 
structured interviews are conducted with a fairly open framework that allows for 
focused, conversational, and two-way communication. 
 
While there are advantages associated with semi-structured interviews, there are also 
potential disadvantages. Bhat (2019) highlights these as including the need for 
interviewing skills, a sufficient number of individuals to be interviews on order to make 
general comparisons, and careful preparation. The researcher herself was deemed to 
be capable to hold the semi-structured interviews, due to the fact that she is a Masters 
Industrial and Organisational Psychology student, with work experience, where she 
has gained valuable interviewing skills. A further disadvantage is that interviewing is 
time consuming and resource intensive. 
 
3.3.5. The data-collection procedure 
 
The following interview steps were taken, in gathering the data to achieve the main 
purpose of the study: 
 
1. The interview began by welcoming the participant, and thanking him/her for 
his/her participation and time needed for the research study. 
2. An explanation was given to the participant outlining the aim of the study (see 
Appendix A). 
3. Two confidentiality and non-disclosure forms outlining the ethical 
considerations, the participant’s rights and explaining the purpose of the study, 
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as well as the intended use of the data were provided; and these were 
discussed with the participant. One copy of the signed document was given to 
the participant; while the other copy was kept by the interviewer for record 
purposes (see Appendix B). 
4. Demographic and other details were collected for reference purposes (see 
Appendix C). 
5. The interview was conducted by asking the questions contained in the interview 
schedule (see Appendix D); and the responses were recorded by using an app 
on the interviewer’s cellphone. 
6. After each interview had been conducted, the data were transcribed for coding 
purposes. 
 
As indicated, at the commencement of the interview, the researcher provided 
information pertaining to the main purpose of the study to the participants (see 
Appendix A). She also sought their informed consent (see Appendix B). This was done 
to ensure the participants that their participation was voluntary, and that they had the 
right to opt out of the interview at any point in time. In providing information and seeking 
informed consent, the participants were further ensured of anonymity and 
confidentiality, both in relation to the content of the interviews, and in the publication 
of any findings that may emanate from the study. The participants were further 
informed that any reference made to the content of the individual interviews would be 
done in an anonymous manner (for example, by referring to a participant as a number 
rather than by a name). The participants’ permission was also requested to audio- 
record the interview, and to make notes, where necessary. It is important to note that 
when participants were interviewed at their workplaces offices, that this was their own 
decision. These interviews  were conducted in private, soundproof rooms, where 
participants appeared comfortable, and at ease in answering the interview questions. 
 
3.3.6. Data processing and analysis 
 
The data for this study was processed and analysed making use of thematic analysis 
(TA). TA is the search for and the illustration of themes that are important in the 
description of phenomenon in the research study, through finding repeated patterns 
of meaning (Braun & Clarke, 2006). The process involves the identification of themes 
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through careful reading and re-reading, and where emerging themes become the 
categories for analysis (Fereday & Muir-Cochrane, 2006). In this study, the data were 
analysed making use of TA. A theme takes on different forms, such as manifest 
content, which is known to be directly observable, or latent content, which refers to 
references and transcripts (Joffe, 2012), therefore, referring to patterns of implicit and 
explicit content. 
 
A theme is also demarcated as to whether it is drawing from a theoretical idea that the 
researcher brings to the research. This is known as the deductive approach. When 
themes are drawn from the raw data themselves, this is known as the inductive 
approach (Joffe, 2012). A dual deductive/inductive and latent/manifest set of themes 
used together provides for high-quality qualitative research. TA facilitates the 
knowledge of the meaning made of the phenomenon under study by the groups 
studied; and consequently, it provides the necessary groundwork for establishing valid 
models of human thinking, feeling and behaviour (Joffe, 2012). 
 
TA is very systematic and transparent; and it is a useful tool to enhance the process 
of social construction. Braun and Clarke (2006) further identify a variety of benefits of 
TA, such as flexibility; and it can summarise the key features from a large body of 
data. It can also highlight any similarities or differences across a data set, generating 
unanticipated insights, and allowing for social as well as psychological interpretations 
of the data. 
 
The TA process follows key steps according to Joffe (2012), as outlined below: 
 
1. Examining the full data set as a precursor to developing a coding frame. 
2. Checking the reliability of the coding frame. 
3. Coding the data by using a computer-assisted data analysis package. Coding 
is the categorisation of the data, thereby taking chunks of text and labelling 
them as falling into certain categories, in a way that allows for lateral retrieval 
and analysis. Coding informs the researcher in how many interviews the 
category occurs, and how many times it occurs within an interview. This allows 
for analysis of the relationship between the codes, in terms of co-occurrence 
and sequencing. 
4. Analysing the data by using a data analysis package. 
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Computer-assisted data coding and analysis in the form of the software application 
ATLAS.ti was used for this study. This assisted the researcher in looking at patterns 
of codes, links between codes, sequencing and co-occurrence systematically. This, 
therefore, made the data retrieval and analysis easier. 
 
3.3.7. Validity, reliability and trustworthiness considerations 
 
Sound research requires a systematic and rigorous approach to the design and to the 
implementation of the study, the collection and analysis of the data, and the 
interpretation and reporting of the findings (Fossey, et al., 2002). The reliability and 
validity of the instruments used is central to evaluating the accuracy and objectivity of 
the measurements; while the generalizability of the findings depends on the 
representativeness of the sample and the replicability of the data-collection 
procedures. 
 
The criteria for assessing the trustworthiness of qualitative research include credibility, 
transferability, dependability and confirmability, which are parallel to the internal and 
external validity, reliability and objectivity, required of quantitative research (Fossey, 
et al., 2002). Central to the quality of qualitative research is whether the participants’ 
perspectives have been authentically represented in the research process, and the 
interpretations made from the information gathered (authenticity); and whether the 
findings are coherent in the sense that they ‘fit’ the data and the social context from 
which they were derived (Fossey, et al., 2002). 
 
The importance of the power relations between the researcher and the participants, 
which is referred to as justice (Jelsma, 2005), and the need for transparency 
(openness and honesty) of the data collection, analysis, and presentation are further 
considerations to keep in mind. Therefore, reflexivity, which is a process of self- 
examination and continual examination of the relationship with the participant, and 
how this might influence the gathering and the interpretation of the data (Jelsma, 2005) 
is important. 
 
Validity: Validity in research is concerned with the accuracy and the truthfulness of 
scientific findings (Golafshani, 2003). In this study, the interviews were audio recorded 
to promote the validity of the research. In this way, the researcher aimed to ensure 
that the participants were accurately understood through having a verbatim record of 
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their responses. By making use of semi-structured interviews, the researcher provided 
opportunities for further clarification. 
 
Reliability: Reliability is concerned with the consistency, stability and repeatability of 
the participants’ accounts, as well as the researcher’s ability to collect and record the 
information accurately, with the purpose of generating an understanding (Golafshani, 
2003). Reliability was promoted in the study by making use of one interviewer, by 
structuring the research questions, and recording the information. The same 
procedure was used for each participant, thus aiding consistency in eliciting 
responses. 
 
Trustworthiness: In qualitative research, trustworthiness refers to the following four 
terms: credibility, transferability, dependability, and conformability; and it is the 
process of systematically refining the data within and across the categories (DeVault, 
2017). Credibility, known in quantitative research as internal validity, deals with the 
question, ‘How congruent are the findings with reality?’ Ensuring credibility is one of 
the most important factors in establishing trustworthiness (Shenton, 2004). 
Transferability, which is referred to as external validity/generalisability in quantitative 
research, is concerned with the extent to which the findings of one study can be 
applied to other situations; as the findings of qualitative research are specific to a small 
number of environments and individuals (Shenton, 2004). Dependability, also known 
as reliability, considers whether the study, if it were to be repeated in the same context, 
with the same methods and with the same participants, would achieve similar results. 
Confirmability, also referred to as objectivity, is the use of instruments that are not 
dependent on human skill and perception; therefore, steps must be taken to ensure 
that the findings are the result of the experiences and ideas of the informants, rather 
than the characteristics and preferences of the researcher (Shenton, 2004). 
Creditability was ensured using a phenomenological research design; as this type of 
research focuses on the reality of the situation within the natural environment/context 
of the respondent. Transferability was ensured by the information obtained being 
applicable to other studies in which the Millennial generation was the focus. 
Dependability was ensured by making use of a semi-structured interview schedule, 
and following the same procedure with each participant. 
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3.3.8. Ethical considerations 
 
 
The participants participated in the study on a voluntary basis; and their informed 
consent was obtained, as indicated above, through signing confidentiality and non- 
disclosure forms before the commencement of the interview. The participants were 
ensured of their confidentiality; and they were informed that their personal details 
would not be revealed in the treatise or in any further distribution of the results of the 
study. The participants were informed of what the study entails (full disclosure). Those 
participants, who requested feedback from the study, supplied their email addresses; 
and this information will be made available to them. 
 
The necessary institutional ethical clearance was obtained from the Nelson Mandela 
University, a copy of which is attached as Appendix E (Ethics clearance number: H- 
18-BES-HRM-003). 
 
3.4. Conclusion 
This chapter has presented the research methodology adopted during the empirical 
study. It has focused on the design of the study, the sample group, the development 
of the data-collection tool, and the collection of the data. It has further covered the 
issues of trustworthiness and ethical considerations. In the following chapter, the 
results obtained from the interviews held with the respondents is presented and 
discussed. 
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Chapter 4 Findings and Discussion 
 
 
4.1. Introduction 
 
 
Chapter 3 provided the context regarding the execution of the research study, 
specifically how the data were collected and analysed. The purpose of this chapter is 
to present the research findings in relation to the research question. This is achieved 
through a presentation and discussion of the themes that emerged following the 
thematic analysis of the data gathered during the one-on-one interviews conducted 
with the participants, and supported by verbatim quotations as relevant. 
 
The purpose of the literature review was to address the research objectives 1, 2 and 
3; whilst this chapter aims to address research objectives 4 and 5, in order to 
determine the values and workplace expectations of young South African graduates, 
as well as to determine whether there was congruence between these values and the 
workplace expectations. These research objectives were addressed by means of 
holding semi-structured one-on-one interviews to gather the data from eight young 
graduates, between the ages of 23 and 30 years, and residing in Port Elizabeth, in the 
Eastern Cape region. These participants were in their first few years of working within 
the private sector. 
 
The respondents were asked two questions: 
 
 
1. In the light of your understanding of what values are, consider and reflect on 
the main values that drive you and your choices in life. 
2. Considering your current and future career, what are the main expectations of 
your employer and workplace? 
 
The semi-structured interviews allowed for a conversational type of interview; which 
was preceded by providing the participants with the background to the study, as well 
as with a definition of values and workplace expectations within the context of the 
study. 
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4.2. Findings and Discussion 
 
 
The following section will firstly outline the participants’ demographic and identifying 
information. Secondly, the themes identified through TA regarding the participants’ 
values and workplace expectations are presented. 
 
4.2.1. Demographic and other information 
 
 
Table 2 provides details on the demographic and other information about the 
respondents. 
 
Table 2. 
Demographic and Other Information 
 
Participant Gender Age Race Current Position Duration of 
Employment 
Highest 
Qualification 
P1 Female 24 White Psychometrist 9 months Honours 
P2 Female 27 White Psychometrist 1 year 
9 months 
Honours 
P3 Male 27 Indian Registered 5 months BPsych 
        Counsellor    
P4 Female 24 White Laboratory 1 year Honours 
        Technician 4 months  
P5 Male 27 White Configuration 2 years Honours 
 
P6 
 
Female 
 
28 
 
Coloured 
Analyst 
Level 2 Network
 
3 years 
 
BTech 
        Engineer    
P7 Male 29 Coloured Service Delivery 6 years Higher 
        Manager 11 months Diploma 
P8 Female 24 White Trainee 
Accountant 
2 ½ years BCom 
Honours 
 
Of the eight participants, five were females, and three were males. Five of the 
participants were white; while one was Indian; and two were coloured. All of the 
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participants possessed higher educational qualifications, with all employed in their 
respective fields of study. Length of service ranged from five months to almost seven 
years. The participants’ ages varied from 24 to 29 years, which would classify them all 
as young graduates, and, in terms of this study, as Millennials. 
 
4.3. Emerging Themes 
 
 
This section focuses on outlining and summarizing the participants’ responses 
obtained during the interviews, in identifying their values and workplace expectations. 
It allows us to discuss these findings further, and then to relate the findings back to 
the research questions and the literature review, and consider the findings within the 
context of this study. In addition, in reflection on the findings in relation to the literature, 
some workplace implications are provided. 
 
4.3.1. Value themes 
 
 
Table 3 presents the main value themes that emerged from the data, as well as the 
associated values expressed. In the ensuing discussion, these values are unpacked 
and discussed, and supported by direct quotations from the participants in this study. 
 
Table 3. 
Value Themes 
 
 Value Themes Associated Values Expressed 
 
 Security Financial security, stable working 
environment, job security 
Relationships Altruism, trust, kindness and 
friendliness, consideration, compassion, 
teamwork, communication 
Flexibility Family, work schedule 
Challenge Variety, innovation 
Ethics Consistency, conscience 
Autonomy Self-pride, ‘be yourself’ 
Authenticity Conscience, self-pride, honesty, integrity 
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The value themes that emerged from the semi-structured interviews centred on 
security, relationships, flexibility, challenge, ethics, autonomy, and authenticity. 
 
Security: Within the theme of security, the associated value theme of financial 
security emerged. P4 stated “... I would rather work for a place that pays less, but is 
nice.” Myers and Sadaghiani (2010) noted that Millennials do not see money as their 
only source of happiness. Gallop (2016) further identified that millennials don’t just 
work for a pay check, they want purpose. For millennials, work must have meaning. 
Compensation is important to Millennials and must be fair, but it’s not the only driving 
force. However, the statements identified by the previous authors were contradicted 
by the remarks of the following participants. P7 stated “...financial is very important, 
and how you manage your finances.” P7 identified “financial security” and “lifestyle” 
as two of his values, and linked these two values together. Consequently, there is a 
certain type of lifestyle one lived, and with that comes financial security from the salary 
paid. P5 referred to financial security in the sense that security comes from working 
for a global organisation. He also referred to money being “...everything, it’s the only 
reason why you work, and that’s just putting it really bluntly. I don’t know many people 
who work for passion, I think the only people that work for passion are people who 
work for animal sanctuarys and stuff”, and that it is a “driving factor”. 
 
P3 stated “... I do also value financial security, while altruism is a huge value for me, I 
need to still be able to make money.” P6 stated the following: “I would say financial 
security plays a big role, no matter what age you are...so now I’m in my twenties, I 
would like to be financially secure to get my own house, my car, move up in society.” 
The associated value theme of a stable working environment is reflected in the 
statement of P5 in referring to his current place of employment “...I value the fact that 
it is a stable environment to work in.” Job security was a huge factor for P3, who 
stated the following: “...there’s no security. So something else I also value is job 
security. And it would be nice to be permanently employed.” KPMG (Kurian, 2017) 
conducted a survey in which job security was found to be one of the top priorities for 
employed and job-seeking Millennials. Companies need to focus on providing 
Millennials with the safety blanket they are so desperately seeking and need. 
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Relationships: Within the theme of relationships, altruism emerged as an associated 
value theme. P3 stated “I highly value altruism, which is basically why I am in the 
profession I am in; and I enjoy the work that I do...” In relation to trust, P8 referred to 
knowing that she is qualified to perform her job competently, and that she would like 
her superiors to trust her with this; as she would trust those employees below her. In 
relation to kindness and friendliness, P3 stated that he is “very much for the whole 
kindness, friendliness thing, and I perform best and most comfortably if I have those 
types of connections with people.” P4 raised consideration as important by stating: 
“I believe being friendly is a good thing, and considerate as well.” Compassion was 
raised by P5 and related to being truthful and having compassion for one another. He 
stated “...being truthful, as much as possible being truthful; even if it is not what 
someone wants to hear, or needs to hear.” “...but I have a compassionate side...” With 
teamwork P6 stated “...teamwork, plays a large part in our industry specifically...” P2 
stated one of her values was “working as a team”, and brought this back to the concept 
of trust. P3 referred to the value of teamwork, in that he currently does enjoy the team 
he is working in. P8 connected trust and teamwork together and stated; “... when it 
comes to working as a team, basically, it is to trust one another when it comes to the 
team...” The Millennial employee’s strength lies within collaboration, and most are 
willing to stick with companies that have diverse management teams and flexible work 
environments. Millennials also feel strongly about diversity and inclusion, and take 
politics, ethics and philosophy very seriously (Why millennials are increasingly 
important in the workplace, 2019). 
 
For communication, all eight participants referred to some aspect or form of 
communication as a value. However, P8 made direct reference to the aspect of the 
open communication: “...get and provide the right information to the right parties, with 
that comes a lot of communication...a lot of that we need to communicate; we need to 
have everyone aware of the situation, and a lot of that has come from how I was 
brought up; and that communication is a key point in everything we do.” The 
participants referred to the value of communication in the aspect of feedback taking 
place between colleagues and superiors, and knowing where you stand as an 
employee. Millennials are brutally honest with each other, and they expect the same 
from their employer and co-workers (Kurian, 2017). They want to feel as though their 
opinions matters, and that their insights are contributing to a bigger picture. This is 
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aided by a transparent communication policy (Kurian, 2017). Millennials are very 
social, and they want to be able to connect with their co-workers both inside and 
outside of the office. They enjoy being part of a tightly knit community which is bound 
by strong relations, akin to a ‘work family’ (Kurian, 2017). 
 
Flexibility: The two main associated values expressed through the main value of 
flexibility, were family and work schedule. These two values can be interrelated; and 
flexibility can take many forms within the workplace. P3 identified “flexibility” and 
“structure” as two of his values. Now, these two values do contradict each other; but 
through the interview with the participant, he referred to structure, as knowing where 
you stand within the workplace with employers and co-workers; and flexibility means 
having some control over your work schedule. He referred to the example of the 
“scheduling of clients” as a Registered Counsellor: “I like it have some sort of flexibility, 
and having a structure, but also being able to deviate from the structure if needs be; 
and have some sort of control. P8 maintained that “.... flexibility means that I 
sometimes would want to start a bit earlier in the day and finish earlier if I’ve got 
something to do, and take an extra hour off at lunch; if I have got something that I 
need to do...” She related this back to the value she identified earlier, trust. P6 referred 
to “family orientation”, and the support you received from family throughout the 
different life stages. 
 
Millennials want to have the option to control their own working hours and location. In 
a survey conducted by KPMG across a broad Millennial audience, work-life balance 
was one of the top-rated factors when looking for a job (Kurian, 2017). Companies 
need to engrain flexibility to foster an ‘anytime anywhere’ work environment to replace 
the traditional 9-5 mentality. These include opportunities such as being able to work 
from home one day a week, or being able to take time out from the working day to 
deal with personal commitments (Kurian, 2017). 
 
Challenge: P1 identified “challenges” as a value and referred to this within a 
professional, emotional and psychological context, and stated; “I enjoy being 
challenged; it is one of the best ways to grow, in work, or in any situation.” P3 identified 
“variety” as an associated value and stated: “I don’t think I can stick in one place for 
a very long time.” “I don’t want to get too used to doing something, or getting stuck in 
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an environment.” P6 identified with the value of being challenged, and this came 
through as a value of the utmost importance to her. She stated “... the main things that 
drive me are challenges...challenges within personal and work.” She further referred 
to being challenged in a sense of becoming bored easily: “I like challenges, if 
something gets me really bored, I intend to move on. For instance, I have been here 
for three years and I have had three different positions; that’s how bored I get.” “It’s 
more of finding a new skill set and challenging myself to see if I can do it.” “I would 
feel that I would like to broaden my perspective and not stay at one company for the 
next twenty years, go to a different company, see what type of technology they work 
with, see their business processes... They might not have our processes or technology 
but that would expose me to whatever is new; because you know that technology 
never stays the same, so that would be a fundamental.” P7 referred to the theme of 
being challenged in the workplace as being “innovative”. He stated: “...it’s also part 
of the company values is being innovative, I think in life but again in work it is very 
important to be innovative; in my position I have to think on my feet every day. I work 
with technology; we work in a fast-paced environment; so I think being innovative and 
thinking on your feet is very critical in our line of work, and in life too. I mean sometimes 
you get thrown with curved balls; and you need to be innovative in those situations.” 
 
Ethics: P2 stated “Most important in personal and organisation is to be ethical and 
honest at all times.” P3 identified with the associated value theme of being consistent, 
within the workplace, with regard to financial and job security. P4 broadly referred to 
the theme of ethics throughout the semi-structured interview. In relation to 
conscience, P5 stated “... I definitely have a conscience...” However, all eight 
participants inadvertently referred to the main theme of ethics in some way or another. 
Gabrini (2016) found that Millennials are more likely to question what they are told to 
do, and this behaviour is believed to explain why Millennials are likely to identify and 
observe misconduct in the organisation. Millennials are more likely to recognise 
certain behaviours as unethical, for example lying, stealing, abuse of company 
resources, bribery and fraud, and report misconduct (Gabrini, 2016). 
 
Autonomy: Self-pride emerged as an associated value theme amongst all of the 
eight participants. All expressed pride with the work that they were tasked to do by 
their employing company. Most of the pparticipants referred their individual values 
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back to the type of work they do; and for the researcher, this showed and reiterated 
the pride the participants take in their particular positions and how they are 
implementing their personal values within their working lives. P5 stated “... I take pride 
in it, that I work for the company logo.” ‘Be yourself’. P3 stated “..., being able to just 
be yourself and allowing others to be themselves.” 
 
Authenticity: Within this main theme, there are two associated value themes that also 
fall under two other main value themes. These are conscience, which is also under 
ethics, and self-pride, which is under autonomy. These have already been discussed 
under their respective headings. The two remaining associated value themes are 
honesty and integrity. These two values are closely inter-related; and they will 
therefore be discussed together. P1 stated the following: “Honesty is a very high value, 
whether in my personal or professional life, specifically with the work that I 
do...Integrity with the results used and where they are sent. Integrity and honesty are 
both important in the work setting.” P2 stated: “It is most important in personal affairs 
and in the organisation, to be ethical and honest at all times.” P5 stated “...I am an 
honest person. I like to think that I have integrity...” P6 commented that “...integrity 
plays a big part...” P7 “...the first one that springs to mind is probably integrity. So that’s 
key in any sphere of life, whether it be in your career, or in your personal 
life...honesty...” “I think integrity is one of the key things.” Again, all eight participants 
in way or another identified with the main value of authenticity; as it is closely linked 
with the other main value theme of ethics. 
 
While reviewing the existing and the current literature pertaining to Millennials values, 
congruence was found between the literature and the responses received from the 
eight participants. There were seven main value themes, five of which were also 
identified as main themes throughout the literature, as summarised in Chapter 2. 
These themes included family orientation, flexibility, financial security, and a strong 
sense of community. 
 
4.3.2. Workplace expectation themes 
 
Table 4 lists and identifies the participant’s responses regarding their workplace 
expectations, based on their identified values, as well as the associated workplace 
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expectations that emerged. 
 
Table 4. 
Workplace Expectation Themes 
 
 Workplace Expectation Themes Associated Workplace Expectations 
Expressed 
 
 A humanistic approach Personal/human aspect, workplace 
culture, friendly and supportive, knowing 
what is expected of you as an employee, 
work space/environment, family’s best 
interests, management and Human 
Resources (HR), flexibility, open 
communication, feedback, teamwork 
Development and training Continual development and training, 
personal development, technology 
Security Financial security, benefits and 
incentives, stability 
Ethical conduct Morals and values, honesty, 
transparency, trust 
  
The main workplace expectation themes that emerged centred on a humanistic 
approach, development and training, security, and ethical conduct. 
 
A humanistic approach: P1 referred to her employer and workplace regarding a 
personal/human aspect as follows: “Our employer is a lovely person; and she cares 
for you as her employee, she is very in-tune with what is going on in your personal life; 
and if you have anything happening at work.” P5 stated “...I expect to be more than 
just a number, or an employee number on a sheet at the end of the day. We all want 
to have a personal relationship with everyone around us, and management and so 
on.” P3 stated “...employers who are supportive and positive are needed, I am very 
much for positivity. So, if there is a lot of positivity and appreciation, things like that, it 
goes a long way in my own productivity; I am very much for the whole kindness, 
friendliness thing; and I perform best and most comfortably if I have these types of 
connections with people.” P5 referred his statement as to the type of workplace 
42 
culture that he expects to exist within the workplace: “So having the human aspect 
and friendliness is important.” In line with the associated theme of workplace culture, 
P7 summarised her workplace expectations as follows: “...recognition, transparency, 
honesty, knowing what they expect from you to go a level higher, there is a financial 
aspect, fair workplace/environment.” Walters (nd.) noted that having a positive 
workplace culture creates an inclusive and social workplace culture, which is very 
important to Millennials. Millennials have reported that poor company culture was a 
source of disappointment in a new job. 
 
P3 referred to the associated theme of being friendly and supportive to his 
colleagues and superiors stating: “...employees who are supportive and positive.” “...a 
lot of positivity and appreciation...” P4 commented on a previous employer where 
“...every year we had a set of videos that said these are our morals, these are our 
value; and don’t let anyone push you around, you know. And that was the most 
encouraging part about being there, we have your back, they would say like if your 
manager tries to pressure you into something, we have your back.” 
 
P6 stated “...knowing what they expect from you to go a higher level...”; which ties in 
with what P4 stated above in line with the associated value of knowing what is 
expected of you as an employee; and P6 stated “...knowing what they expect from 
you to go to a level higher...” P1 stated “...my values are similar to those of my 
colleagues and my boss; so it is a very comfortable environment to work in.” P2 stated 
“...a very comfortable environment, a respectful work environment, and also warm...” 
P2 referred to her work space/environment and expects “...a very comfortable work 
environment...” P7 also referred to a workplace expectation as the type of workspace 
he has that is most conducive to his productivity” and “...mutual respect from co- 
workers...”; while P6 stated “...recognition, transparency, honesty...fair 
workplace/environment.” P2 referred to her family’s best interests as being of 
importance to her. She stated, “My expectation of my employer, would probably be to 
not only have my best interest when it comes to me and my career, but also that of my 
family. Obviously, I need to provide for my family as well.” 
 
Millennial workers have been found to spend more time with their families and friends; 
to  have  diverse  personal  interests  outside  the  workplace;  and  to  demonstrate 
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resistance to organisational practices. Millennials expect close relationships, open 
communication and frequent feedback from supervisors and managers (Myers & 
Sadaghiani, 2010). P7 referred to the role that management and HR have to play 
within the workplace and stated “...good management, I think is very critical, a boss 
that you can talk to, you can have a discussion with. I know different companies have 
different management styles; and obviously, different people do as well, but I do think 
that when... I think being able to talk to your supervisor is very important, I mean if you 
have concerns, if you have issues, being able to escalate that to them and they being 
able to listen to it; and even if they don’t have all the answers, even them just being 
there to listen to that person, and understanding what the challenges are.” “...support 
of the HR staff...” 
 
P8 referred to flexibility and stated the following: “...I’d like to have an employer that 
trusts me enough and knows that I am going to get work done; but I can do it in my 
own time, that I don’t need someone watching over me and supervising me 24/7.” P4 
expects open communication from her current and future workplace/employer and 
referred to the positives of her previous employer; “...explain to you in full detail why 
we are doing it, know the reasons behind everything and that helped a lot.” P4 and P8 
also referred to communication in the form of feedback received, in the form of why 
something is taking place, and the reasons behind something. P8 refers to currently 
being in a more senior role within her current position; and though which, she has 
identified certain aspects that she would have liked, and in the future to receive, from 
her employer and workplace. Firstly, she is providing guidance, and secondly, 
communicating with the entry-level trainees to get an understanding, which in turn 
enables her to help and guide these individuals, therefore, producing better quality 
work. P8 stated that “together you can provide and create better quality work; and one 
would be able to achieve the company objectives and that kind of thing much quicker 
and more efficiently, having this open relationship.” P8 stated “I want to work in a place 
where everyone is open and communicating with each other; my goal is to be the best, 
put forward the best of what I can, what I can put forward and bring forward a lot of 
quality work, and without communication and that, you’ll find people will do what they 
think is right; but they might not be right; and I like, I’m in the I’m in the position at the 
moment, where I have got a lot of younger people under me that are newer to the 
industry. So I’m able to provide a lot of guidance and that kind of thing, which I’m 
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enjoying because by just chatting to everyone and getting an understanding of where 
they are, and what they see, I can help them and guide them to produce better quality 
work.” Millennials want to be told where they stand, and how they can improve 
companies to encourage open communication, and involve workers in decisions and 
change efforts, and require continual feedback for performance improvement (Hall, 
2016). 
 
Another vital associated theme which was identified is teamwork; and P7 stated: “...I 
have a role to perform to my client; but I obviously expect the team to deliver. 
Everybody has his/her own set of rules, I mean roles, or tasks that they need to 
perform; so, I would say obligations that they need to fulfil, and that is very critical to, 
making a happier client when we work together as a team.” P8 stated “So I’m going to 
be looking at that in the future, finding a place that is very open, is very involved with 
lots of teamwork, that kind of thing; because together you can provide and create 
better quality work; and you would thereby be able to achieve the company’s 
objectives and that kind of thing much more quickly and more efficiently, having this 
open relationship” and “...mutual respect from co-workers...” Millennials prefer working 
in teams, partly because they perceive group-based work to be more fun; but also 
because they prefer avoiding risk (Myers & Sadaghiani, 2010). 
 
Aspects of the Millennials’ value system may work in their favour and to their 
employers’ benefit during economic downturns. Millennials do not see money as their 
only source of happiness. Like Generation X workers, they feel rewarded by work 
arrangements that offer them more flexibility and new technology. However, more like 
Baby Boomers, Millennials thrive on recognition and promotions; but also expect to 
become involved in projects that have a major impact on the organisation quite soon 
after organisational entry (Myers & Sadaghiani, 2010). Millennials have further shown 
to value flexibility, guidance, to place emphasis on the self, and have a strong sense 
of community (Main 2017). 
 
Development and training: P1 referred to development and training as a constant 
learning process, such as continual development and training throughout your 
career. P2 identified development and training from her employer and workplace as 
an expectation; and she stated that this is important “...where they can develop me 
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and train me, for me to be the best for my employer and organisation.” P5 referred to 
this as a positive issue within his current workplace, and one which he would expect 
from future organisations. He stated “So you don’t sit still here, which is a good thing. 
It is one of the benefits of Company E; you can constantly move around...” P5 
interestingly stated regarding development and training “...and as long as your 
reputation follows you; and they know you are a hard worker, and that you are willing 
to learn, you can go anywhere.” 
 
P8 stated: “So, in my current company, there isn’t a lot of room for progression in my 
career...”, and this is a deciding factor for her, as to most likely moving to a different 
organisation, once she has completed articles, in order to develop. P3 referred to 
development in the sense of a personal development, as wanting to become his own 
boss. He stated, “As an employer, I would try meet everyone on their level, and get 
the best out of each individual; since everybody has his/her own strengths and 
weaknesses. To have a space where everybody feels conformable and can be 
themselves, and work on the strengths of each individual to compensate for their 
weaknesses, and perhaps where possible work on the weaknesses of those who are 
willing to turn those weaknesses into strengths.” P2 referred to the associated theme 
of technology, as having a “technological environment” and stated “...to keep updated 
when it comes to the internet and software, which is important for us, as everything 
today is internet based.” 
 
Gallup (2016) noted that Millennials do not want to fix their weaknesses, they would 
rather develop their strengths, therefore, it is important for organisations to move 
towards strengths-based cultures, or they will not attract and retain top Millennial 
talent. Millennials view their jobs as opportunities to learn and grow, and their strong 
desire for development is one of the greatest differentiators between them and all other 
generational cohorts within the workplace. Managers need to recognise that 
Millennials don't feel entitled, they feel empowered; they want to expand their 
knowledge and skills, they want to be useful, and they want their work and workplace 
to have meaning to them (Adkins & Rigoni, 2016). 
 
Millennials consider the opportunity for rapid career progression as one of the most 
important things about their job. To attract Millennials, employers need to ensure that 
46 
they have strategies and policies in place to facilitate career progression for 
employees, and that they clearly communicate this to Millennials (Walters, nd.). 
Gaining valuable experience from the start and knowing that their employer places as 
much importance on their career progress as they do is essential to the Millennial 
generation (Walters, nd.). 
 
Security: Security as a main workplace expectation theme can have many different 
meanings and expressions, as will be seen and discussed in the associated workplace 
expectation themes to follow. Participants referred to the theme of security as 
financial security, with P4 and P6 both referring to this associated theme. They 
stated the following: “...to get paid” and “financial aspect” respectively. P7 stated a 
“...decent salary...with benefits and incentives is something that is very important...”, 
with benefits and incentives also emerging as an associated theme. P7 referred to 
workplace expectations such as a “decent salary” and “benefits and incentives”. P3 
generally referred to the workplace expectation of stability; and he referred to his 
current place of employment as unstable, as he is not permanent. He would like to 
find permanent employment; because with permanent employment comes job 
security, benefits and incentives, and an overall secure feeling. P5 referred to the 
expectation of “...stability, in the sense of payroll...” He referred to this in the sense of 
knowing when you are going to be paid, that there are reliable structures in place, and 
communication surrounding it. 
 
Ethical conduct: Within the main workplace expectation theme of ethical conduct, 
there are associated values that were expressed, such as morals and values, 
honesty, transparency, and trust. P4 identified workplace expectations within the 
main theme as follows: “...I expect my employer to always be honest.” “I expect them 
to have high ethics.” She referred to her previous employer as generally being an 
organised, standardised and ethical working environment. She also referred to her 
previous employer, as being consistent in explaining and making known that these are 
the company’s morals and values, “...don’t let anyone push you around...and that was 
most encouraging.” In summary, one can state that the previous company was 
supportive of their employees, which P4 valued; and she expects this from her current 
and future employees. Millennials recognise motivating factors other than money in 
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selecting a career. Their values appear in many ways to be consistent with basic core 
ethical values including respect, responsibility, fairness and civic virtue (Mintz, 2015). 
 
There is identified congruence between the literature review and the participants’ 
responses from the semi-structured interviews. There were four main workplace 
expectation themes, three of which were also identified as main themes throughout 
the literature, as summarised in Chapter 2. These themes included close relationships 
with co-workers and supervisors, and ethics, as well as a social conscience. 
 
4.3.3. Additional findings not linked to the main themes 
 
 
A few of the participants made interesting remarks, which the researcher deemed 
important to document within the research-study discussion. P4 stated that “You also 
make your workplace we live in as well, because our attitude towards people actually 
reflects back...” This is very interesting as Myers and Sadaghiani (2010) found that 
Millennial ways of communicating with others leads to concerns about how they would 
develop relationships with other organisational members; and what influence this 
would have on their organisational performance, as this is perhaps not a typical 
Millennial remark. Balda and Mora (2011) stated that the Millennial generation has 
different ways of thinking and processing information, therefore previous generational 
cohorts may view the workplace and different situations differently to that of 
Millennials. 
 
P6 referred to the fast-paced environment that Millennials are faced with, in contrast 
to previous generational cohorts in stating the following: “...passing on the knowledge 
between a number of people, and not just relying on that one person, you know what 
I mean. I think it is definitely the way in which we were raised in the new age, where 
now here comes the cellphone or any new technology; and we like it; and so, we just 
jump on it, trying to figure it out, we still have that, we just need the next challenge. 
And it wasn’t as demanding back then.” This fast-paced environment may explain why 
Millennials place an emphasis on their families for support, and on making time for 
their personal interests, and it is this focus that might make Millennials appear selfish 
or self-centred, as described by the following collective authors Wilson and Gerber 
(2008), Main (2017), Rosa and Hastings (2016), Myers and Sadaghiani (2010). 
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4.3.4 Congruence between the values and the workplace expectations of 
Millennials 
 
The following table highlights the congruence found between the themes emerging for 
the values and the workplace expectations of Millennials, as analysed in the interview 
data. 
 
Table 5. 
Congruence Between Values and Workplace Expectations 
 
 Values Workplace Expectations 
 
 Security Security 
Relationships Humanistic approach 
Challenge Development and training 
Ethics Ethical conduct 
 
  
The participants identified ‘security’ in the form of job and financial security, and a 
stable working environment, both as a value and a workplace expectation. Security 
emerged as an important theme in this research study. 
 
Participants identified a main value theme ‘relationships’, and referred to this generally 
as teamwork, kindness and friendliness, and trust. Participants identified ‘the 
humanistic approach’ as a workplace expectation, and this links closely to the 
relationship value. This main theme generally refers to the type of workplace culture 
that exists, the work space/environment, an employee’s family’s best interests, 
flexibility, open communication, and teamwork; to name a few. 
 
Participants identified ‘challenge’ as one of their values, and there was congruence 
identified between this value and the workplace expectation of ‘development and 
training’. ‘Challenge’ as a value referred to variety and being innovative, while 
‘development and training’ broadly referred to continual and personal development 
and training, and technology. 
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‘Ethics’ was identified as a value and the ‘ethical conduct’ was identified as a 
workplace expectation. As a value this broadly referred to conscience and 
consistency, and as a workplace expectation, this referred to morals and values, 
honesty, transparency and trust. 
 
There thus appears to be congruence between the values and the workplace 
expectations of the young South African graduates who participated in this study. 
 
4.4. Conclusion 
 
 
In this study, a number of values and workplace expectations were identified amongst 
the participants, who constituted South African Millennials employed in the private 
sector, and with at least one year’s work experience. The main themes that emerged 
in terms of values were security, relationships, flexibility, challenge, ethics, autonomy, 
and authenticity. The main themes emerging in terms of workplace expectations were 
the humanistic approach, development and training, security, and ethical conduct. 
 
Through reviewing the findings from the eight semi-structured interviews, it appears 
that there was congruence between the participants’ values and their workplace 
expectations. It was also found that amongst the values there was a relatedness; and 
the same was found for the respondents’ workplace expectations. Congruence was 
also found between the current literature on millennials and what was found and 
discussed regarding the responses from the eight semi-structured interviews in terms 
of their value and workplace expectations. 
 
The next chapter will conclude the study, as well as examine its limitations and provide 
some workplace recommendations and areas for future research. 
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Chapter 5 Conclusion and Recommendations 
 
 
5.1. Introduction 
 
 
This research study identified the values and the workplace expectations of young 
graduates (Millennials) within the private sector in the South African context. 
Millennials are our current employees and future leaders; and they are here to stay. 
Millennials have their positives and negatives; and it is essential that we understand 
this generation for the future success of organisations. Through conducting this study, 
it was hoped that a link would be found between the values and the workplace 
expectations of the Millennial generation, in order to be able to advise organisations 
on how to better accommodate them in the workplace. In this chapter, some 
recommendations of future research are made, and possible limitations of the study 
are addressed. 
 
5.2. Summary of Main Aim and Objectives 
 
 
The main aim of this study was to explore the values and the workplace expectations 
of young South African graduates. This was achieved by conducting semi-structured 
interviews with eight individual respondents exploring these issues. In order to achieve 
the main aim, a number of secondary objectives were identified. These included: 
 
1. To explore the nature of generations and generational cohorts, and in particular 
the Millennial generation. 
2. To  explore  the  generational differences  in  the  values  and  the  workplace 
expectations, in particular those of Millennials. 
3. To explore the nature of Millennials in the South African context. 
4. To explore the values and the workplace expectations of young South African 
graduates in the private sector. 
5. To  establish  whether  there  is  congruence  between  the  values  and  the 
workplace expectations of young South African graduates in the private sector. 
 
The research study found there to be some congruence between the literature review 
and  the  identified  values  and  workplace  expectations  of  young  South  African 
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graduates in the private sector, as well as between the values and the workplace 
expectations of these graduates (Millennials). 
 
Seven main value themes were identified in the study, these being security, 
relationships, flexibility, challenge, ethics, autonomy, and authenticity. The workplace 
expectation themes that emerged were a humanistic approach, development and 
training, security, and ethical conduct. Congruence between the values and workplace 
expectations was identified in themed that centred on security, relationships and a 
humanistic approach, challenge, development and training, and ethics and ethical 
conduct. 
 
The following section provides recommendations for the workplace and for future 
research studies. 
 
5.3. Recommendations for the Workplace 
 
 
By 2025, Millennials will make up 75 per cent of the world’s working population (Stein, 
2016). While it is important not to generalise, Millennials do possess characteristics 
and motivations that differ from those of other generational cohorts with regard to the 
workplace. To get the best from Millennials, organisations need to understand and 
adapt their management styles (Stein, 2016). The arrival of the Millennial generation 
in the workplace is a challenge; but it is also an opportunity; and therefore, the way in 
which organisations are set-up and function today, will need to change accordingly 
with the Millennial generational cohort and the generations to follow. Managers from 
previous generations stand to learn more about the world we live in and to make better 
decisions accordingly (Stein, 2016). 
 
The values and the workplace expectations of Millennials were outlined and discussed 
in this study; and this can be used to the organisations’ advantage. According to 
Heathfield (2018) Millennials value and expect teamwork; therefore, companies 
should make teamwork an important part of their workplace culture. Millennials are a 
technologically advanced generation; and it is important that organisations make use 
of this advantage that Millennials bring to the workplace. Flexibility emerged both as a 
value and as a workplace expectation, thereby indicating that Millennials should have 
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a positive working experience if they are provided with a flexible work schedule that 
allows them, for example, to spend time with family, telecommuting or working 
remotely (Heathfield, 2018 & Stein, 2016). 
 
Millennials want to learn; and this is evident through the literature. They place a great 
deal of importance on obtaining tertiary educations, therefore, provide them with 
opportunities for continual learning and development, which would also be 
advantageous to the organisation in terms of nurturing and retaining top talent (Stein, 
2016). Millennials do not only value money and financial security; there are other 
aspects within the workplace, which are just as important to Millennials. These include 
the attractiveness of the work itself, the opportunity to meet people and network, and 
a relaxed atmosphere (Stein, 2016). Millennials are very ambitious; they want to be 
involved in a workplace where they will have an impact on the world. 
 
Baier (2016), Heathfield (2018) and Stein (2016) support the contention that 
Millennials are further motivated by dynamics and cross-functional positions. 
Millennials do not fear change; and they will not wait around forever to be able to 
achieve their goals. Therefore, it is advisable to have frequent career-management 
conversations with Millennials, for organisations to retain talent and ensure employee 
engagement. Millennials compromise a generation that is very relaxed and at ease 
with those who are older than them and their superiors. Therefore, it would be 
advisable that managers change the way in which they interact with their employees, 
and play more of a mentoring role. Millennials are attracted to organisations with a 
strong culture, and values that are aligned with their own ideals and lifestyles. 
Millennials want to feel that what they are doing has meaning behind it. Millennials 
value and expect recognition, thereby companies should review the way in which they 
reward their employees, and how they recognise top achievers. 
 
Organisations should identify social leaders among Millennial employees; and turn 
them into brand ambassadors. The Millennial generation are very effective at 
marketing themselves; so organisations can use this to their advantage (Stein, 2016). 
Millennials place a great deal of importance on ethics, and the need for open and 
transparent communication within organisations and between colleagues (Baier, 
2016). Millennials are insecure; and in conclusion, it is vital that organisations make 
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Millennials feel secure within their workplace positions. Stein (2016) noted; “Millennials 
are here to stay: let's make the most of it.” 
 
5.4. Recommendations for Future Research 
 
 
Recommendations for future research that have been identified through the research 
study include the following: 
 
 Based on the findings of this study, conduct a quantitative study, with a survey 
as the measuring instrument, to explore whether the values and the workplace 
expectations that emerged are typical of young graduates across South Africa. 
 Conduct a comparative study of the values and the workplace expectations of 
South African graduates, as forthcoming from this study and future studies, with 
those of graduates from other countries. 
 Instead of only gathering the data from interviews with Millennials, gather data 
from Generation X and Baby Boomers. In this way, a comparison can be made 
between the three generational cohorts, in an attempt to identify similarities and 
differences amongst the generational cohorts in terms of their values and 
workplace expectations. 
 
5.5. Limitations 
 
There were a few limitations experienced in this research study, namely the 
respondents being hesitant to answer honestly; as they may have been concerned 
that they would be identified, despite the researcher’s reassurances in this regard. In 
addition, many of the interviews were conducted at the interviewees’ places of 
employment. In all instances this was done in a private venue; but this may have 
influenced their ability to answer openly and honestly. A further limitation pertains to 
only gathering data from respondents in the Eastern Cape region, which limits the 
generalisability of the findings. This research study was a qualitative study with a small 
sample size, and therefore the notion of generalisability does come into question; 
however, the study served its purpose in terms of exploratory research. Despite these 
potential limitations, it is still believed that the study has contributed towards the body 
of knowledge in relation to the values and the workplace expectations of Millennials, 
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in particular those in possession of a tertiary qualification, and working in the private 
sector, within a South African context. 
55 
Reference List 
 
Adkins, A. & Rigoni, B. (2016). Millennials want jobs to be development 
opportunities. Gallup Inc. Retrieved from  
https://www.gallup.com/workplace/236438/millennials jobs-development-  
opportunities.aspx 
 
Atieno, O. P. (2009). An analysis of the strengths and limitations of qualitative and 
quantitative research paradigms. Problems of Education in the 21st Century, 
13, 13-18. Retrieved from  
http://www.scientiasocialis.lt/pec/files/pdf/Atieno_Vol.13.pdf 
Baier, F. (2016). Are Millennials as different as perception says? Business 
Strategies. Retrieved from https://www.provisioneronline.com/articles/104171  
are-millennials-as-different-as-perception-says 
Baker, N. M. & Hastings, R. S. O. (2016). Managers making sense of millennials: 
Perceptions of a generational cohort. Qualitative Research Reports in 
Communication, 17 (1), 52-59. doi: 10.1080/17459435.2015.1088895 
 
Balda, J. B. & Mora, F. (2012). Adapting leadership theory and practice for the 
networked, millennial generation. Journal of Leadership Studies, 5(3), 13- 22. 
Retrieved from https://doi.org/10.1002/jls.20229 
 
Bejtkovskÿ. (2016). The current generations: The baby boomers, X, Y and Z in the 
context of human capital management of the 21st century in selected 
corporations in the Czech Republic. Littera Scripta, 9 (2), 25-45. Retrieved 
from http://journals.vstecb.cz/category/littera-scripta/9-rocnik/2_2016/ 
 
Bhat, A. (2019). Exploratory research: Definition, methods, types and examples. 
QuestionPro. Retrieved from https://www.questionpro.com/blog/exploratory  
research/ 
Bhat, A. (2019). Snowball sampling: Definition, method, advantages and 
disadvantages. QuestionPro. Retrieved from  
https://www.questionpro.com/blog/snowball-sampling/ 
Braun, V. & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative 
Research in Psychology, 3(2), 77-101. Retrieved from  
http://eprints.uwe.ac.uk/11735/2/thematic_analysis_revised 
56 
 
 
Clarke, P. (2000). The internet as a medium for qualitative research. Peer Reviewed 
Article, 2(2). Retrieved from  
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.99.9356&rep=rep1&  
type=pdf 
Coe, A. (2016). You have heard of the millennials – now meet the Afrillennials. 
Retrieved from http://www.smesouthafrica.co.za/16775/You-have-heard-of-  
the-millennial-now-meet-the-Afrimillenial/ 
Cohen, D. & Crabtree, B. (2006). Semi-structured interviews. Retrieved from  
http://www.qualres.org/HomeSemi-3629.html 
Collective Insight: Insight into SA Investing from Leading Professionals. (2014). The 
rise of the Millennials: How important is this generation? Retrieved from  
https://www.alexanderforbes.co.za/download/afo/benefitsbarometer/Article%2  
0Documents/fw_CollectiveInsight.pdf 
Coomes, M. D. & DeBard, R. (2004). A generational approach to understanding 
students. New Directions for Student Services, 106. Retrieved from  
http://judicialaffairs.tamucc.edu/assets/UnderstandingStudents.pdf 
Creswell, J. W. (2007). Qualitative inquiry & research design: Choosing among Five 
Approaches. Thousand Oaks, California: Sage Publications. 
 
DeVault, G. (2017). Establishing trustworthiness in qualitative research: What are 
qualitative research processes? Market Research. Retrieved from  
https://www.thebalance.com/establishing-trustworthiness-in-qualitative-  
research-2297042 
Drago, C. J. P. (2006). Generational theory: Implications for recruiting the 
millennials. USAWC Strategy Research Project. Retrieved from  
http://ssi.armywarcollege.edu/pdffiles/ksil331.pdf 
Fossey, E., Harvey, C., McDermott. & Davidson, L. (2002). Understanding and 
evaluating Qualitative research. Australian and New Zealand Journal of 
Psychiatry, 36, 717-732. Retrieved from  
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.475.7319&rep=rep1 
&type=pdf 
Fereday, J. & Muir-Cochrane, E. (2006). Demonstrating rigour using thematic 
57 
analysis: A Hybrid approach of inductive and deductive coding and theme 
development. International Journal of Qualitative Methods, 5(1). Retrieved 
from http://journals.sagepub.com/doi/pdf/10.1177/160940690600500107 
Franz-Kamissoko, L. (2013). So you want to Hire Millennials? Retrieved from  
http://www.ceomag.co.za/wim---hiring-millennials 
Gabrini, C. (2016). Understanding generational differences: Millennial’s view of 
ethics. American Society for Public Administration. Retrieved from  
https://patimes.org/understanding-generational-differences-millennials-view  
ethics/ 
Golafshani, N. (2003). Understanding reliability and validity in qualitative research. 
The Qualitative Report, 8(4), 597-606. Retrieved from  
https://core.ac.uk/download/pdf/51087041.pdf 
Guest Author. (2017, April). Business Directory: Millennials in the workplace: Results 
from the 2017 survey. Retrieved from  
http://www.businessessentials.co.za/2017/04/13/millennials-workplace 
results-2017 survey/ 
 
Hall, A. (2016). Exploring the workplace-communication preferences of millennials. 
Journal of Organizational Culture, Communications and Conflict, 20 (1). 
Retrieved from https://www.abacademies.org/articles/jocccvol20special-issue-  
12016.pdf#page=39 
Harrell, M. C. & Bradley, M. A. (2009). Data collection methods: Semi-structured 
interviews and focus groups. Retrieved from  
http://www.dtic.mil/dtic/tr/fulltext/u2/a512853.pdf 
Heathfield, S. M. (2018). 5 Tips for managing Millennials. The Balanced Careers. 
Retrieved from https://www.thebalancecareers.com/tips-for-managing-  
millennials-1918678 
Hlonyana, S. (2017). What makes South African Millennials special? Retrieved from  
https://www2.deloitte.com/za/en/pages/about-  
deloitte/articles/millennialsurvey.html 
Hoffman, T. (2017). What is basic research? ScienceNordic. Retrieved from  
http://sciencenordic.com/what-basic-research 
Jelsma, J. (2005). Ethical issues relating to qualitative research. SA Journal of 
Physiotherapy, 61 (1). Retrieved from 
58 
https://sajp.co.za/index.php/sajp/article/view/165 
Joffe, H. (2012). Thematic analysis. Retrieved from 
https://scholar.google.co.za/scholar?q=Thematic+analysis+by+helene+joffe&  
hl=en&as_sdt=0&as_vis=1&oi=scholart&sa=X&ved=0ahUKEwjgj9Pk2svTAh  
WMAcAKHU2rD1gQgQMIHzAA 
Johnston, K (2013). A guide to educating different generations in South Africa. 
Issues in Informing Science and Information Technology, 10, 261-271. 
Retrieved from http://iisit.org/Vol10/IISITv10p261-273Johnston0062.pdf 
Jonck, P. Van der Walt, F. & Sobayeni, N.C. (2017). A generational perspective on 
work values in a South African sample. SA Journal of Industrial 
Psychology/SA Tydskrif vir Bedryfsielkunde, 43. Retrieved from  
https://sajip.co.za/index.php/sajip/article/view/1393/2064 
Kothari, C. R (2004). Research methodology: Methods and techniques. 2nd edn. New 
Delhi, India: New Age International Publishers. 
Kurian, S. (2017). Meet the millennials. KPMG. Retrieved from  
https://home.kpmg/content/dam/kpmg/uk/pdf/2017/04/Meet-the-Millennials  
Secured.pdf 
Lyons, S. T., Duxbury, L. E. & Higgins, C. A. (2006). A comparison of the values and 
commitment of the private sector, the public sector, and the parapublic sector 
employees. Public Administration Review, 605-618. Retrieved from  
https://play.google.com/books/reader?id=0gilDVt6bDQC&printsec=frontcover 
&output=reader&hl=en&pg=GBS.PP1 
Mabuda, B. T. (2009). Student nurses’ experiences during clinical practice in the 
Limpopo Province. Retrieved from  
http://uir.unisa.ac.za/bitstream/handle/10500/1961/03chapter2.pdf 
Main, D. (2017). Who are the millennials? Retrieved from  
https://www.livescience.com/38061-millennials-generation-y.html 
Mbugua, M. (2014). Zooming in on the South African millennial. Retrieved from  
http://www.whyweare.co.za/article/millennials 
Miller, D. C. & Salkind, N. J. (2002). Handbook of research design and social 
measurement. Retrieved from http://methods.sagepub.com/book/handbook-  
of-research-design-social-measurement 
Mintz, S. (2015). Expectations of millennials in the workplace. Retrieved from 
59 
https://www.workplaceethicsadvice.com/2015/07/expectations-of-millennials  
in-the-workplace.html 
Myers, K. K., & Sadaghiani, K. (2010). Millennials n the workplace: A communication 
perspective on millennials’ organizational relationships and performance. J 
Bus Psycholo, 25, 225-238. Retrieved from  
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2868990/ 
Neuman, W. L. (2011). Social research methods: Qualitative and quantitative 
approaches. Boston, MA: Pearson. 
Ng, E. S., Lyons, S. T. & Schweitzer, L. (2012). Managing the new workforce: 
International perspectives on the millennial generation. [Google Play Reader 
version]. Retrieved from  
https://www.researchgate.net/publication/256089649_Managing_the_New_W  
orkforce_International_Perspectives_on_the_Millennial_Generation/download 
Palinkas, L. L., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N. & Hoagwood, 
K. (2013). Purposeful sampling for qualitative data-collection and analysis in 
mixed-method implementation research. Spring Science + Business Media 
New York. doi 10.1007/s10488-013-0528-y 
Palys, T. (2008). Purposive sampling. The Sage Encyclopaedia of Qualitative 
Research Methods, 2, 697-698. Given, M (Ed.). Retrieved from  
https://www.sfu.ca/~palys/Purposive%20sampling.pdf 
Parry, E. & Urwin, P. (2011). Generational differences in work values: A review of 
theory and evidence. International Journal of Management Reviews, 13, 79- 
96. doi: 10.1111/j.1468-2370.2010.00285.x 
Rahman, M. S. (2017). The advantages and disadvantages of using qualitative and 
quantitative approaches and methods in language “testing and assessment” 
research: A literature review. Journal of Education and Learning, 6(1), 102 
112. Retrieved from https://files.eric.ed.gov/fulltext/EJ1120221.pdf 
Rosa, N. M. B. & Hastings, S. O. (2016). Managers making sense of millennials: 
Perceptions of a generational cohort. Qualitative Research Reports in 
Communication, 17 (1), 52-59. doi: 10.1080/17459435.2015.1088895 
Saunders, M., Lewis, P. & Thornhill, A. (2012) “Research Methods for Business 
Students” 6th edition, Pearson Education Limited 
Saunders, B. Sim, J. Kingstone, T. Baker, S. Waterfield, J. Bartlam, B. Burroughs, H. 
& Jinks, C. (2017). Saturation in qualitative research: exploring its 
60 
conceptualization and operationalization. Qual Quant, 52, 1893-1907. 
Retrieved from https://doi.org/10.1007/s11135-017-0574-8 
Schewe, C. & Meredith, G. (2004). Segmenting global markets by generational 
cohorts: Determining motivations by age. Journal of Consumer Behaviour, 4, 
51 – 63. Retrieved from  
https://www.researchgate.net/publication/227724013_Segmenting_Global_M  
rkets_by_Generational_Cohorts_Determining_Motivations_by_Age 
Schullery, N. M. (2013). Workplace engagement and generational differences in 
values. Business Communication Quarterly, 76(2), 252-265. doi: 
10.1177/1080569913476543 
Schurink, E. (2009). Qualitative research design as a tool for trustworthy research. 
Journal of Public Administration, 44(4.2), 803-823. Retrieved from  
https://journals.co.za/content/jpad/44/si-2/EJC51748 
Selva, J. (2019). Values clarification: How reflection on core values is used in CBT. 
Positive Psychology Program. Retrieved from  
https://positivepsychologyprogram.com/values-clarification/ 
Shenton, A. K. (2004). Strategies for ensuring trustworthiness in qualitative research 
projects. Education for Information, 22, 63-75. Retrieved from  
https://www.researchgate.net/profile/Malini_Ganapathy/post/How_do_you_en  
sure_reliability_validity_and_trustworthiness_in_a_case_study_interview/attac  
hment/59d6300679197b807798e237/AS%3A360741031956481%401463018 
772333/download/Trustworthiness+in+qualitative+research+projects.pdf 
Sinek, S. (2016). This is exactly what’s wrong with this generation!! IQ Millennial 
Questions. Retrieved from  
https://www.facebook.com/smizzymusic/videos/10154718480226427/ 
Sinkovics, R. R., Penz, E. & Ghauri, P. N. (2008). Enhancing the trustworthiness of 
qualitative research in international business. Management International 
Review, 48(6), 689-714. doi: 10.1007/s11575-008-0103-z 
Spacey, J. (2018). 11 examples of employee expectations. Simplicable. Retrieved 
from https://simplicable.com/new/employee-expectations 
Stein, G. (2016). Nine Tips for managing Millennials. Forbes. Retrieved from  
https://www.forbes.com/sites/iese/2016/09/08/managing-millennials-nine-  
tips/#6fd67d96cd8a 
Stein, J. (2013). Millennials: The me me me generation. TIME. Retrieved from 
61 
http://time.com/247/millennials-the-me-me-me-generation/ 
 
Strauss, A. & Corbin, J. (2008). Basics of qualitative research: Techniques and 
procedures for developing grounded theory. Retrieved from  
https://www.researchgate.net/publication/277197202_Basics_of_Qualitative_  
Research_Techniques_and_Procedures_for_Developing_Grounded_Theory/  
download 
 
Thomas, T. P. (2013). The effect of personal values, organizational values, and 
person-organization fit on ethical behaviours and organizational commitment 
outcomes among substance abuse counsellors: A preliminary investigation. 
Iowa Research Online. Retrieved from  
https://ir.uiowa.edu/cgi/viewcontent.cgi?article=4877&context=etd 
Turner, D. (2016). Reaching saturation point in qualitative research. Quirkos. 
Retrieved from https://www.quirkos.com/blog/post/saturation-qualitative  
research-guide 
 
Walters, R. (nd.). Attracting and retaining millennial professionals. Retrieved from  
https://www.robertwalters.com/content/dam/robert-walters/corporate/news  
and-pr/files/whitepapers/attracting-and-retaining-millennials-UK.pdf 
Wilson, M., & Gerber, L. E. (2008). How generational theory can improve teaching: 
Strategies for working with “millennials”. Currents in Teaching and Learning, 
1(1), 29-42. Retrieved from  
https://tigerweb.towson.edu/garcia/past%20semesters%20of%20intro/intro/20  
11%20fall%20intro/wilson%20and%20gerber.pdf 
 
How millennials want to work and live. (2016). Gallup, Inc. Retrieved from  
https://enviableworkplace.com/wp-content/uploads/Gallup-How-Millennials  
Want-To-Work.pdf 
Why millennials are increasingly important in the workplace. (2019). Fin24. Retrieved 
from https://www.fin24.com/Economy/why-millennials-are-increasingly-  
important-in-the-workplace-20190129 
62 
 
Background to the Study 
Appendix A 
 
 
The following information will be given to participants prior to the request for informed 
consent. 
 
I am a student at the Nelson Mandela University. I am currently completing a Master’s 
degree in Industrial and Organisational Psychology. The topic of my dissertation is to 
explore the values and workplace expectations of young South African graduates. 
Your assistance in taking part in this interview will provide me with valuable information 
for my study. The findings of my study will assist employers to better understand and 
respond to the values and expectations of young graduates in the workplace. 
 
The purpose of this interview is to explore your values and workplace expectations. 
To this end you will be asked two questions which you are encouraged to answer as 
honestly and openly as possible. The questions relate to your values and how they 
have affected your expectations in the workplace. Your participation in this study is 
voluntary and you have the right to opt out at any stage. At no stage, will your name 
or any other identifying variables be mentioned in my study, not in any publications 
which may emanate from this study. 
 
For the purpose of this research study, a value refers to something (such as a principle 
or quality) intrinsically valuable or desirable. Values are reflected in daily behaviours 
and decision making. Individuals bring these pre-conceived values with them into the 
organisation and are reflected in their personal beliefs, perceptions, goals, choices 
and actions). These values will influence the expectations that an individual has of 
his/her employer and workplace. 
 
Do you have any questions? Thank you very much for your cooperation. 
 
 
Should you have any queries about my study, then please feel free to contact my 
research supervisor, Bridget de Villiers, on (041) 5043885/3703, or via email at  
bridget.devilliers@mandela.ac.za 
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Informed Consent Form 
Appendix B 
 
 
This form will be provided to the participants and signed before commencement of the 
interview. 
 
I, (participant name and surname), agree to 
participate in this interview as part of a research study. 
 
I confirm that the person asking my consent to take part in this research has told me 
about the nature, procedure, and purpose of the study. 
 
I have read this participant information sheet and understand the contents. 
I have had sufficient opportunity to ask questions. 
I understand that my participation is voluntary and that I am free to withdraw at any 
time. 
 
I am aware that the findings of this study will be processed into a research report, or 
a journal publication and/or conference proceeding paper, but that my participation will 
be kept confidential. I understand that I will be allocated a number or a pseudonym to 
protect my identity. 
 
I agree to the recording of the interview, and where necessary, my responses being 
written down. 
 
I have received a signed copy of the informed consent agreement. 
 
 
Participant Signature:    Date: _   
 
 
Researcher’s signature:    Date:    
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Section A: Biographical Information 
Kindly mark where applicable with an ‘X’. 
 
 
1. Date of interview:    
2. Age:    
3. Gender 
Appendix C 
 
 4. Race 
 
African Coloured White Indian Other (Please specify) 
 
5. Qualification/s held: 
 
 
  
 
  
 
6. Institution(s) where qualification/s was obtained: 
 
 
  
 
 
7. Sector of employment: 
 
 
 
8. Position/title currently held: 
 
 
 
9. Length of service at current place of employment:    
10. Would you like feedback regarding the outcome of the study? If so, please 
provide your email address. 
 
 
Male Female 
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Section B: Semi-Structured Interview 
Appendix D 
1. In the light of your understanding of what values are, consider and reflect on 
the main values that drive you and your choices in life. 
2. Considering your current and future career, what are the main expectations of 
your employer and your workplace? 
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Chairperson: Faculty RTI Committee 
Faculty of Business and Economics Sciences 
Tel. +27 (0)41 504 2906 
 
 
 
 
Date: 29 January 2018 
Ref: H-18-BES-HRM-003 [Approved] 
Contact person: Dr Marle van Eyk 
 
 
To: Mrs B de Villiers 
Nelson Mandela University 
Human Resource Management 
Second Avenue Campus 
 
Dear Mrs de Villiers, 
 
PROJECT PROPOSAL: VALUES AND WORKPLACE EXPECTATIONS OF YOUNG GRADUATES 
IN THE PIRVATE SECTOR (MASTERS) 
 
PRP: Mrs De Villiers 
PI: Ms C Kriel 
 
Your above-entitled application for ethics approval served at Fac RTI. 
 
We take pleasure in informing you that the application was approved by the Committee. However, 
please note that the approval is on condition that permission to conduct the study is also obtained from 
the other relevant individuals, parties, organisations and/or role players to which the study pertains. 
 
The ethics clearance reference number is H-18-BES-HRM-003, and is valid for three years. Please 
inform the Faculty RTI Committee, via the faculty representative, if any changes (particularly in the 
methodology) occur during this time. 
 
Please inform your co-investigators of the outcome. 
Yours sincerely 
  
Dr M van Eyk 
Faculty of Business and Economic Sciences 
 
 
 
 
 
 
 
 
 
 
